Comparable worth: Pay equity for women by Harrison, Karen E.
UNIVERSITY OF ILLINOIS
THIS IS TO CERTIFY THAT TMI THE. 
................................................. KAREN E
PREPARED UNDER MY SUPERVISION BY 
HARRISON
!■.N'TITI.KI)..COM!’A U A M J . , K ; PAY EQUITY. I OH BOMEN.
IS APPROVED RY MF AS FULFII.I.INC THIS PART OF THE 
DECREE OF....RACHEEOR OF ARTS
REy IT R EM ENTS FOR THE
Instructor in Charge
A I' <OVED U ■d.
HEAD OF DEPARTMENT
COMPARABLE WORTH PAY EQUITY FOR WOMEN
BY
KAREN E. HARRISON
THESIS 
lor the
DEGREE OF BACHELOR OF ARTS
IN
POLITICAL SCIENCE
College of Liberal Arts and Sciences 
University of Illinois 
Urbana, Illinois
1983
Table of Contents
Copter Page
INTRODUCTION.............................................. 1
PAY EQUITY - A POLICY THAT WOMEN NEED..................  4
Earnings Gap..................................    5
Importance of Women in the Work Force............  14
Feminization of Poverty...........................  15
THE CAUSES OF PAY INEQUITY..............    19
Structural Discrimination..........................  yo
Qualitative Differences Between Female
and Male Workers................................... 21
Occupational Segregation....................   23
Occupational Segregation and the Federal 
Government...........................    25
Explanations for Occupational Segregation.........  30
Socialization................................. 31
Discrimination.............................   37
Use of the Job Evaluation Study..............  3D
STRATEGIES TO ACHIEVE PAY EQUITY.......................  44
Litigation..........................................  45
Legislation.........................................  49
Unions..................................    51
Role of the Federal Government..................... 52
Opposition to Pay Equity........................  55
Conclusion: Policy Reasons to Adopt Pay Equity.... 60
i
Chapter Eai£
EQUALITY AND COMPARABLE WORTH: 
OP PAY EQUITY... ..........
Equality...... ..........
SOME CONSEQUENCES
61
62
How Does Pay Equity Lead to Equality for Women?.. 68
Further Needs of Women: Pay Equality and Other 
Women's Issues....................................  70
Maternity Discrimination....................  71
Sexual Harassment...........................  72
Wife Abuse..... .............................  73
Inequities in the Home......................  75
CONCLUSION 78
NOTES 79
Appendices:
A. Employment and Average Hourly Earnings by
Industry.......................................  88
B. Results of House Information Systems Linear
Regression Analysis of the Effects of Con­
centration of Men in a Job on Pay............  90
C. Distribution of Female Government Workers
by Pay Grade...................................  92
BIBLIOGRAPHY 93
List of Tables
Tablemm immm*
1 . Mean Earnings of Year-Round Full-Time 
Civilian Workers, 18 Years Old and Over,
1978 , by Race. . ....................... .........  6
2 . Comparison of Median Income of Year-Round 
Full-Time Workers, by Educational Attain­
ment ana Sex, 1977.......... ................... 7
3. Comparison of a) Starting Salaries for 
Professions Requiring the Same Educational 
Preparation and b) Starting Salaries for 
Professionals With Master’s Degrees...... . 11
4. Graph Comparing Average Starting Salaries
Paid to Graduates with a Bachelor's Degree....  12
5. Graph Comparing Starting Salaries Paid to 
Graduates With a Master's Degree............... 13
6 . Percentage of Women at Salary Levels..........  16
7. Percentage of Workers Who Are Female by 
Occupation......................................  23
8 . Employment and Average Hourly Earnings of
Women by Industry, July 1982...................  88
9. Results of House Information Systems Linear 
Regression Analysis of the Effects of Con­
centration of iMen in a Job or Pay.............. 90
1 0 . Distribution of Female Federal Government 
Workers by Grade................................ 92
ii. Figure Showing the Factors of a Girl’s 
Socialization...................................  32
1 2 . Comparison of Work Attitudes by Sex...........  35
i i i
In the United States, eitiEens pride themselves on the 
equality which democracy provides. This equality does not ex­
tend to all members of our society. Women, who comprise over 
one-half of our nation's population continue to earn far less 
than men. Women now seek 'equal pay for work of comparable 
value* - pay equal to that of men who perform jobs which re­
quire the same amount of effort, skill, and responsibility. 
Comparable worth must replace the twenty-year-old concept of 
'equal pay lor equal work' which has failed to equalize sala­
ries of men and women because they do not perform the same 
work. ’’Allowing the strict interpretation placed upon the 
Equal Pay Act provisions only perpetuates discrimination 
against the majority of working women now holding predominant­
ly female and hence, low paying jobs.”* That women continue 
to earn only 59C to the $1.00 that a man earns is proof of 
the failure of the Equal Pay Act of 1963. Comparable worth 
aims to correct these inequities by changing the value given 
to job qualities that typically make up women's work.
Comparable worth is not a new concept. The U.3. War 
Labor Board was created to ensure industrial stability for the 
duration of World War 11. The board used job evaluation tech­
niques to equalize wage and salary rates paid to females with
the rates paid to males for ’’comparable quality and quantity
2of work on the same or similar operation.” After World War
II ended, the use of comparable worth as a standard for d* 
mining wages ended. The concept, however, was not forgotten.
1
An equal pay bill, using the comparable worth concept was in­
troduced in every congress following 1945. Senators Claude 
Pepper and Wayne Morse introduced the first of these bills 
which declared that it would be an unfair labor practice to
pay a woman less than a man for work of comparable value. No
'iconclusive action was taken on the bill,' Similar legislation 
was introduced in congress for the next seventeen years until 
1962 when the word ’comparable’ was changed to equal in pro­
posed legislation. The Equal Pay Act of 1963 protects women 
only when they are performing work that is equal to or virtual­
ly indistinguishable from work performed by men. The Equal Pay 
Act was followed by Title VII of the Civil Rights Act ot 1964 
which forbids discrimination in employment, including discri­
mination in compensation based on the sex of a worker. Con­
troversy arose over a section of Title VII known as the Ben­
nett Amendment which provides that sex-based wage differentials 
would not violate Title VII if such differentiation is "au­
thorized" by the Equal Pay Act. The dispute is whether the 
Bennett Amendment means that claims are legitimate only if they 
meet the equal work standard ot the Equal Pay Act or whether 
the Benne11 Ainendinent s 1 rnply incorp<>va t es t he tour a 1 f i rma1 1 ve 
defenses of the Equal Pay Act.* The United States Supreme 
Court adopted the latter position in the Ccunty of Washington 
v. Guntner case ( 1 9 8 1) whit h will be discussed later in this 
paper.
I will examine the importance of comparable worth as both
3a policy issue &nd a philosophical concept that could improve 
the lives of women in the United States,
The policy section of the paper includes discussion of 
the extent of the pay equity problem with an emphasis on the 
male-female earnings gap and the resulting poverty of women. 
Next, analysis of the causes of pay inequity shows that occu­
pational segregation in both the private market aid the feder­
al government is the primary determinant of the earnings gap. 
Explanations for occupational segregation include socializa­
tion and discrimination. The use of job evaluation studies to 
identify and alleviate wage discrimination is also discussed. 
The final policy section describes four strategies to achieve 
pay equity: litigation, legislation, union bargaining, and the 
role of the federal government. Additionally, arguments 
against comparable worth are analyzed and refuted. The poli­
cy section of the paper concludes that comparable worth is a 
des i ruble poliey which would prov i de t he oppor t un i ty for mil­
lions ol women to earn fair salaries in the occupation ot their 
choice.
The philosophical section of the paper involves discus­
sion of the relationship between concepts ot equality and com­
parable worth. Equality is defined in several ways with con­
nections made between the different definitions ol equality and 
the d i f f e r e n t  m easures  o f  e q u a l i t y .  The goa 1 o t  eurnp;i r a b l »> 
worth is economic equality for women as determined by examin­
ing policy outcomes. Next, further consequences of pay equity
on equality for women are discussed. The focus of this discus 
sion is the idea that economic well-being and correct valu­
ation of women’s jobs will lead to increased self-confidence 
of women and a change in their social roles. The benefits of 
pay equity will alleviate maternity discrimination, sexual 
harassment, wife abuse, and inequities in the home. Both the 
policy and philosophical sections of the paper reach the same
conclusion : pay equity will improve the lives of women in this
country.
Women
PAY EQUITY - A POLICY THAT WOMEN NEED 
earn less than men. Although the percentage of
women in the work force has increased, the earnings gap per­
sists. The result of the earnings gap is the disproportionate
poverty of women compared to men. The most important factor
behind the earnings gap is the segregation ol women in low pay-
ing jobs. Comparable worth alleviates the earnings gap by
revaluing the jobs which are held predominantly by women. The 
assumption is that jobs filled mainly by women a-** low paying 
because they are women's jobs. Strategies to achieve pay 
equity include lit igation, legislut ton, collective-bargaining 
by unions, and use of the Federal government, as a leader in 
establishing comparable worth as a standard for determinxng
wage rates. Opposition to pay equity is offered by businesses
5which tear that comparable worth will disrupt market deter­
minations of wage rates. I suggest, however, that the need 
lor pay equity outweighs the cost to businesses, Comparabie 
worth is a necessary remedy tor the inequities sutiered by 
women in the work force.
Earnings Gap
Pay inequity is not new. Margaret Mead, in her article, 
"Prehistory and the Woman,” wrote that ‘’Whatever men do - even 
if it is dressing dolls for religious ceremonies - it is more 
prestigious than what women do and is treated as a higher
achievement M 5 Even the Bible, in Leviticus 27;3-4 states
that women earned thirty shekels for every fifty earned by men. 
This disparity in pay has continued through present times. in 
f ac t , tile propor t ion o f wornen ' s earnings to thuse o f men is 
roughly the same today as the figure given in the Bible. Wo­
men earn 59£ for every dollar that a man earns. The Current 
Population Survey (CPS) found that the percentage of earnings
ghas decreased from (33'^ ten years ago to the current 59'e. A 
comparison of women’s earnings to those of white men shows 
even t u r tlier d i spur i t ies.
As Table i shows, whin*, black, and hi span ic women were 
paid 55.6, 52.4, and 48.2 respectively of what white men 
earned.
The most eomprehcnsi ve st udy on wage di scr imina t i »>n is 
the 1981 National Academy of Sciences’ report, Women , Work and
Table I
Mean Earnings of Year-Hound Full-Time Civilian Workers
18 Years Old and Over, 1978
Percentage of
§2£2i2S§,2l-!¥!}ii£-^S2
Race en Women Men Women
All races $17,547 $9,939 97.7 55,3
White 17.959 9,992 1 00. 0 55 .6
Black 12,898 9,338 71.8 52,4
Spanish Origin* 13,002 8 , (354 72.1 48.2
Source: U . S. Bureau of the Census, 1980, Table 577
*Persons of Spanish Origin may be of any race.
Comparison oi Median Income of Year-Round Full-Time Workers, 
by Educational Attainment and iiex, 1977
(Persons 25 years ot age and over)
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8Wages: Equal Pay for Jobs of Equal Value, The study, which 
was commissioned by the Equal Employment Opportunity Commis­
sion under President Carter's administration, was concerned 
with the extent to which discrimination caused the lower pay 
of women and minorities as compared with non-minority men.
The report also examined remedies for the elimination of wage
discrimination. NAS found that, "It is well established that
9in the United States today women earn less than men...." The 
report also found that (including reference to Tab l e  1) over 
the last two decades, white women, black women, and women of 
other races have moved toward wage parity with each other. 
However, there is no evidence that the wage gap between women 
and white men is narrowing.^
The earnings gap has been found at every level of educa­
tion. As Table 2 shows, women with college education earned 
1 ess than men with an 8th grade educa1 1 on in 1977. Income
levels are significantly lower for women despite educational 
achievements. Income figures for 1980 show similar dispari­
ties. High school education led to salaries of $16,200 for 
men and only $5,903 for women. Furthermore, among women with 
college and graduate school degrees, the median wage was 
$11,000 in 1980. Male high school graduates earned 175*7 of
12the income earned by women with college and graduate degrees. 
Education does not alleviate the earnings gap.
There are many examples of pay inequity. In Montgomery 
County, Maryland, in 1979, a liquor store clerk with two years
8
9of experience and a high school diploma earns $12,479, while 
a county school teacher with two years of experience and a 
college degree earns $12,323. More than two-thirds of the 
county’s school teachers are women and nearly all of its liq­
uor store clerks are men. In Seattle, in 1979, traffic guides 
for the University of Washington received a starting salary 
of $806-$l032 per month for a job that the university rated 
at 89 points based on a comprehensive job evaluation study. 
Food service workers earned starting salaries of $646-$827 
per month for jobs assigned 93 points. Most of the traffic
guides were male and most of the food service workers were 
13f ema1e .
Nursing and teaching are two professions that have clear­
ly been affected by wage disparities. The American Nurses 
Association writes, "The wage and salary concerns of all wo­
men are embodied in the wage and salary concerns of registered 
nurses. No other profession is so closely .identified with 
working women. No other female occupation has provided such 
a glaring example of the failure of market forces to determine
wage rates. Nowhere is it more obvious that the occupation is
14undervalued because it is work performed by women.” The 
California Nurses’ Association compared nurses' salaries to 
those of other male dominated professional and nonprofessional 
positions within hospitals. The nurses found that a pharma­
cist earned $1 0, 0 0 0 more than a comparably experienced nurse. 
Furthermore, u maintenance employee earned over $2,500 more
10
than an experienced nurse and over $7,000 more than an entry-
level nurse. Over 90% of nurses are women. Most of the phar-
15maeists and the maintenance employees were men.
The teaching profession suffers similar inequities. The
teaching profession is nearly 70% female. National Education
Association data show that over 60% of teachers have master's
degrees or above. However, the salaries earned by teachers
are far lower than salaries earned by other professionals with
16similar or lower levels of education and training. Compar­
ison of teachers' salaries with wages earned by workers in 
jobs requiring less education and fewer responsibilities shows
17further disparities. The average salary for a teacher is
$18,976 per year. The average salary for factory workers is
$25,582 and the average salary for construction workers is 
18$21,500. Teachers earn less than professionals with similar
education and even less than workers without college education.
Teachers and nurses view these disparities in pay as messages
f rom s i  e t y that t he i r wo rk i s un i mp< > r t an t . The NEA writes,
"The message is clear. Those people who are in life-saving,
life-molding jobs, such as nursing and teaching, are told
repeatedly in their pay checks that their work is of small
19importance to their society.”
Nursing, teaching, and other professions which are filled 
predominantly by women pay significantly less than jobs held 
predominantly by men. Unfortunately, this wage gap is not 
narrowing. "The persistence of the wage gap between men and
I I
Starting Salaries tor Professions Requiring 
the Same Educational Preparation
Table 3
Profession Salary
Predominant 
Sex of Workers
Teacher $12,800 female
Engineer 22,368 ma 1 e
Accountant 16,200 mule
Computer Scientist 2 0,361 ma le
business Administration 16,200 male
Chemist 19,536 ma 1 e
Starting salaries for Professions - Employees with Master's
degree
Teacher $11,079 femu le
Engineer 25,\2H ma 1 e
Others with Technical
Degrees 23 , h:>0 male
Accountant 18,420 rna 1 e
Source: NEA Research and Data Bank-
1 *> •«■*
Further Information Concerning Teacher Salary Inequities
Ta') le -4
AV£XA6€  STAtTIMG SALAAtfS PAiO To
~*ACH£A
SAC A AY 
SAP
tffr-rt , in- y* , m-to ' ♦»#-»/
ttMmu YWA4
Sources: Private industry salaries from annual reports of
Frank S. Endicott. Director of Placement Emeritus, 
Northwestern University, Salaries are based on of­
fers made to graduates by approximately 200 companies 
located throughout the United States. Teacher sala­
ries computed by NEA Research.
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Table 5
990,44/
Further Information Concerning Teacher Salary Inequities
(cont. )
A V tA A S f fTAAT/At* SAlAAlMS ?AiO To 
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\
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Sources: Private industry salaries from annual reports of
Frank S. Endicott, Director of Placement Emeritus, 
Northwestern University. Salaries are based on of­
fers made to graduates by approximately 200 companies 
located through the United^States. Teacher salaries 
computed by NEA Research.^
Hwomen il lustra t es its re i at ive i mmu n 1t y t r* >tn sign i f i < * an t eco­
nomic, demographic, and political changes of the past. The 
growth of white collar industries with their demand lor fe­
male labor, the massive entry of women into the labor force, 
and the development and enforcement of antidiscrimination laws 
have not reduced the wage gap. Over two thousand years
ago, women earned 6()f< of a man’s wage. Today, a woman earns 
only 590 to a $ 1 .00 ot a man’s earnings.
Importance of Women i n tin* Work Force
The structure of society is changing. The labor force
is younger and increasingly made up of women. Marital rates
have changed and fertility rates have dropped. More women are
9 1seeking higher education.*- The proportion ol women in 
labor force has increased from 3Hd in I960 to 53h. in
Women accounted for three-fifths of the increase m  the civil-
23ian work force m  the lust decade (about 13 million women),
The Americans lor Democratic Action lound that, 'Each year 
during the past decade*, almost one million additional women 
joined the labor market, topped in 1978 by the unprecedented 
entry of 1.9 million w o m e n , T h i s  increase in the percent­
al women who are working has changed the composition ot 
e labor market. In 1 9 8 0, <13'- of the work force was female.
Future projet:t ions show even greater changes. Est imates show
'*5that by 1995, B5f7 of women will be working.- These women 
are more educated than their e a r l i e r  eounterparts. he Bureau
of Labor and Statistics (BLS) found that 46% working women 
had attended college compared with 28% m  1970," These wo­
men are also younger and many of them have children. BLS 
found that young women made up the largest portion of the in­
crease in the numbers of women who work. In 1960, only 38% 
of the female work force was under 35 years of age. In 1982, 
53% of the female work force was under 35 years of age. As
BLS found, 55%’ of children under eighteen years of age have
27working mothers.*- Furthermore, Depart men t ut Labor figures
show that in 1979, 45% ol women with pro-sehoni children were 
28working.
The persistence and extent of the wage gap is a crucial 
issue f or wornen in t he work force. These w<>men work because 
they must support their families. "Nearly two-thirds of all 
women in the tabor force in 1979 were single, widowed, di­
vorced, or separated, or had husbands whose earnings were less
99than $10,000 (in 1978)."“ Many of these women were the sole
support for their fam11 ies . The Departrnen t of Labor found
that 8.2 million households are headed by women. This number
30is g row m g  at ten t i me s t h e n urn be r o f f am i 1 1 e s h e ade d b y me n . ‘ 
The work force now consists of more women ami these women 
often have families to support. These women need pay equity 
to survive.
Feminization o f Povo r t y
Although women have become an increasingly important part
o f  the work foroe  , t hei r earn m gs  e o n t 1 nue to 1 ug behind those
of men. This earnings gap alleers the lives ot eight million 
women and their children. Women are joining the work force 
because they need the money to support their {ami lies, They 
are living in poverty because of pay inequity. The earnings
gap results in poverty.
come Delow
One of three families maintained by a woman has an in- 
poverty level The overall median income ol
families maintained by a woman in 198 1 was $10,802 which is 
only 43f> that ot all married couph's,'^ As Table 0 shows,
three fifths ot all women earn less than $ 10,000 per year. 
Income levels may be better understood in terms ot poverty 
levels. Department of Labor figures show that families 
headed by a woman suiter disproportionately from poverty. 
While one in three families maintained by a woman live in 
poverty, only one in eighteen families maintained by a man 
live in poverty.
Table 0
Percentage of Women at Salary Level
Salary Level rcent age of Women
Less than $10,000 
Less than $ 7,000 
Over $25,000
33.33
VI
Source: Table was formed from figures provided by the 
Americans 1or Democ rat i e Action.
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Another way to show the comparative poverty ot women is 
to examine the utilization ot government services. Data from 
the Americans for Democratic Action show that
70% of Food Stamp recipients are women;
66% of Legal Services clients are women;
66% of all Medicaid recipients are women;
60% of all Medicare enrollees are women;
93% of all welfare recipients are women 
and their children.
Poverty has become the province ot women. All taxpayers share 
the cost of the services which must be provided tor these 
families to survive.
Older wornen also sutler disproportionate1y . Senutor Ken- 
nedy cites statistics showing that over three-fourths of Amer­
icans over 65 years of age living below the poverty level are
women. Unfortunately, the plight of elderly women will con­
tinue to worsen as the inequities that women suffer as workers
are reflected in retirement plans. The National Federation 
of Federal Em p 1 o y e es h a s 1 < > u n d t11 a t. , ” ( b ) e c a u s e many p ens t o n 
plans, including the Civil Service1 Retirement System, factor 
earnings into retirement compensation, women continue to be 
penalized upon retirement for inequitable employment and wages 
practices." Employees are also hesitant to offer the same
retirement plans to women and men since women tend to live 
longer which is more costly for the employer. Already, women 
are more likely than men to live only on social security. For 
60% of women and 46% of men, social security is the sole
source of income. Until the discrimination that women sui­
ter in the work force is eliminated, the relative poverty of 
elderly women seems inevitable.
President Reagan's economic and social policies have 
further exacerbated the problems of women, particularly those 
living in poverty. Senator Kennedy has referred to President 
Reagan’s policies as a '‘scorched earth policy" claiming that 
70% of the 1982 Federal Budget cuts came from programs to aid 
the needy (75% of whom are women}.
In addition, President Reagans policies have increased 
the unemployment of women. Layotls in the federal sector 
disproportionately affect women because newly-hired employees 
are the first to be laid off and women usually have less sen­
iority than men. A recent study by the Federal Government
38Service Task Force found that women and minorities in higher 
grade scales were being disproportionately affected by reduc- 
tions-in-force (RIFs). In administrative jobs, women were 
laid off at a rate over twice the average of all employees. 
These reductions remove much of the progress that women made 
in job advancement following the Title VII prohibitions of 
sexual discriminat ion.
President Reagan’s policies also cause unemployment of 
women as spending is shifted from social programs (the service 
sector) to cover increases in defense spending. This is be­
cause most women are employed in the service sector of our 
economy and few women are employed by the heavy industries
1 o
that benefit from increased defense spending, MIt has been 
estimated that every time the Pentagon budget goes up $1 bil­
lion, women lose 9,500 jobs. A study in Michigan, reported 
by the Employment Research Associates of Lansing, shows that 
military spending under the Reagan Administration - which has 
shifted 35 to 40 billion dollars from domestic to defense
programs - means 1.9 million fewer jobs for women in industry
39and in state and local government.M* Increased defense spend­
ing implies decreased spending tor social services which are 
mainly provided by women. The unemployment of women adds 
further to the numbers of women and families living in poverty 
and requiring assistance from the federal government.
There is little chance that without drastic changes these 
figures will become any less bleak. The National Advisory 
Council on Economic Opportunity of the League of Women Voters 
has predicted that, "if the proportion of the poor who are 
in female-headed families were to increase at the same rate
as it did from 1967-1977, the poverty population would be com-
40posed solely of women and their children by the year 20 00,"
This constitutes a feminization of poverty.
THE CAUSES OF PAY INEQUITY
An effective solution to any problem requires an under­
standing of its causes, As not«»d already, pay inequity has
existed in many societies for thousands of years. The earn­
ings gap can be attributed to the structural discrimination 
that women have suffered for years, the qualitative differ­
ences between female and male employees, and primarily, the 
lower value placed on work performed by women. The failure 
of the Equal Pay Act to solve pay inequities reveals the true 
cause of the lower earnings of women. Men and women perform 
different work. Women hold jobs that are compensated at Low­
er rates than work typically performed by men.
Structural Discrimination
Until passage of the Equal Pay Act of 1963, employers 
could legally pay men and women different wages even if they 
performed identical work, Employers haa many justifications 
for this difference. Some felt that women worked only to pay 
for luxuries and did not deserve or need to earn as much money 
as men who supported their families. Others found that women 
were a cheap supply of labor. During the Equal Pay legisla­
tion debates in 1963, former Representative Findley of Illi­
nois, argued that women are more expensive to employ. "One 
executive... said his company has made studies which show the 
average cost of employing women is about 300 an hour more 
than in the case of men. These costs relate to rate of turn­
over, flexibility for overtime hours, and special facilities - 
not to performance on the job. Most of these extra costs 
arise from the indisputable fact that women are more prone to
homemaking and motherhood than men." Despite the efforts 
of former Representative Findley and his supporters, the Equal 
Pay Act passed. Following passage of the act, firms that had 
separate pay scales for men and women were forced to adopt a 
single wage rate. Furthermore, employers may not legally 
refuse to hire or promote a woman on the basis of tier sex. 
Theoretically, structural disoriminutton has been re­
moved from the marketplace. The Equal Employment Opportunity 
Commission handles claims oi discrimination and cases have 
been successfully litigated. Law suits arc4 expensive and 
threatening to many women who can’t afiord to lose their jobs 
even when they are discriminated against. However, the EEOC 
and the courts do handle eases of i ntent tonal and/or struc­
tural discrimination. This type of discrimination probably 
does not account for the large earnings gap.
Qua 1i ta t i ve bitferences Be tween Foma 1e and Mu l e Wo rkers
Opponents ot comparable worth often argue* mat the earn­
ings gap Legitimately reflects differences between female and 
ma 1 e wo rkers . T lies e d i J f e r e n c * * s a re p e r sonal i actors s u e h a s 
years of education, labor force experience, age, family sire, 
weekly hours worked, etc.. In the Earnings Gap section of 
this paper, it was shown that wage* disparities exist at every 
level of education. Furthermore*. Department of Labor figures 
show that the average* woman worker is as well educated as the 
average male worker. Both men and women workers have com­
9*>
pleted u median of 12.6 years of schooling. ~ Thus, education 
dues not appear to be a determinant of the ear'.ings gup. The 
importance of labor force experience is nut clear since wage 
disparities are evident in starting salaries. (Data was pro­
ofed for nurses, teachers, and other professionals m  the 
Earnings Gap section of this paper.) Also, data is based on 
the earnings of full-time employees so that weekly hours 
worked is irrelevant. Studies have been done to evaluate the
4 2
importance of personal factors as causes of rite <*arnitigs gap.
This type of research is termed a ’human capital’ approach.
The National Academy of Sciences reviewed much of the r* search
done with a human capital approach. NAs found that worker
characteristics account, tor at most 14'* ot ♦ be female - male
4 3earnings gap. ‘ .studies tains is t of multiple regress on ana­
lysis in which different variable's (worker characteristics) 
are held constant. The Bureau of Labor Statistic's concluded 
that, MA fairly (insistent finding from many studies of micro­
tia r a (Current Population Survey) is that the estimated female-
male wage gap is reduced but not eliminated - as more economic
44and demographic I actors are introduced into the analysis.” 
it is c 1 ea r that a significant wage gap ex i s t s . Fur t he rrno re , 
the factors used to show why the wage gap is legitimate, such 
as labor force experience and weekly hours worked, reflect 
differences that exist because of the unequr. L status and role 
o f women i n o u r socle' t y .
Occupational Segregat ion
The extent of job segregation is quite significant. I 
will discuss the extent of job segregation in both the pri* 
vale sector and the federal government and then the reasons 
that job segregation exists.
Women are concentrated in low paying, dead-end jobs. A N  
though the types of jobs held by men and women have changed, 
the amount of job segregation has not changed. New women 
workers have continued to enter jobs which have* been tradi­
tionally female.
Table 7
Percentage of Workers Who Are Female by Occupation
Oecupation
Registered Nurses 
Elementary School Teachers 
Typists
Telephone Operators 
Secretarles 
Ha 1 r d r e s s e r s  
Waiters and Waitresses
Percentage of Workers 
Who Are Female
j j { r m u )  —
96.8r; 
hi . :j
96.7
91.7 
99. 1 
89.2 
89. I
Source: Equal Pay Fight by Sandra Stoned, p. 212.
March, 1981.
As the table indicates, jobs which resemble work traditionally 
performed by women in the home are filled overwhelmingly by
women in the work force. Additionally, mo ; le workers
hold these traditional jobs. In ne 1970' »ro than 407 
of all women workers were employed in only 1 upations:
secretary, retail trad** salesworkers, bookkeeper, private 
household workers, elementary school teacher, waitress, typ­
ist, cashier, sewer and stitcher, and registered nurse...
.15Men on the other hand, are spread among all job categories."
Women work in a limited number of occupations while men hold
many different jobs. In 1982, more than 507 of all women
working had jobs in 20 of u total of 127 occupation.*** These
occupations are l < j w paid and low ski 11e d . Th«? Arner i can s t o r
Democratic Action found that., "Eighty percent, ot women who
work are in low paying dead-end clerical, sales, service, and
47factory jobs." ’Equal pay tor equal work' did not correct 
pay inequities because there is little equal work performed 
by men and women.
The concentration of women in an occupation is associated
with low pay in that occupation. In other words, it a job is
filled predominantly by women, it is likely that the pay is
low. The National Academy of Sciences study concluded that
"the more an. occupation is dominated by women, the less it 
48pays.” Bureau of Labor Statistics document this phenomena
4 9in Table 8 (see Appendix A). As the table of current em­
ployment statistics indicates, a ranking of industries by per­
centage ot employees that are female shows a high inverse 
relationship with a ranking of the same industries by level
of average hourly earnings. The industries with the high­
est percentage of female employees (apparel and health ser­
vices) also were among the industries with th»» lowest earn­
ings.
Nursing and teaching are examples el female-intensive 
occupations that are low paying. Another example is librar- 
ianship. Women comprise approximately 80-8.7.' of r.h*- profes­
sional library work force and 80V of the library - is tan * * 
and support stall. Professional librarians usually have 
Master’s degrees in library science. The* first comparable 
worth study on librarians was done at the University of Cul- 
ifornia-Berkeley libraries. The study found that the salaries 
of library workers were 25-27'“ lower than the salaries ot 
other academic non-teaching positions. The librarians were 
mos11 v women and t he other academ ic non-1each1ng pos1 t ions 
were tilled primarily by men.' Librarians and also the 
nurses and feathers discussed earlier continue to be unfair­
ly compensated for the work they perform. Most working wo­
men continue to be concentrated m  a limited number of low 
paying jobs that provide little possibility of advaneement.
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Occupational Segregation and the Federal Government 
The federal government should be a leader in solving 
problems of our nation. As the nation’s largest single em­
ployer with 2 . 8 mil lion workers, the federal government has
the opportunity to correct pay inequities and serve as an 
example for the rest of the country. Women comprise 32.9^
of the federal work force. Data show that the federal gov­
ernment pays women significantly less than men and segregates 
women into low paying job categories. The Office of Person­
nel Management gathers data on wage rates and job categories 
for a Central Personnel Data File (CPI)F). CPDF data show that 
of white collar government workers, the typical ma?) earns 
$27,830 while the typical won.an earns only $17,183. ‘ Thus, 
women earn approximately 63*1 as much a men for white collar 
government work. Salaries a re closer tor blue collar men and 
women. The typical male blue < ollur worker earns $20,131 and 
the typical female blue1 > 1 1 .* r worker earns $16,0-41 or 70S as 
much. However, few women have bl ue  collar government jobs. 
CPDF data also provides average* salaries for job categories. 
The average man in one of the ten largest male job categories 
earns $30,553, while the average woman in ore* ot the ten larg­
est female job categories earns only $ 1 5 , 5 7 0 . Women earn 
only 5 .1*1 of a man’s salary when the ten largest categories for 
each gender a re considered.
The cause of low pay for women in the federal government 
is the same as that in the private sector*. Women are segre­
gated into low paying jobs. The history of women in guvern- 
ment illuminates the disparities which exist.'" The Depart­
ment of Treasury is credited with employing the first female 
government workers. '’(Secretary Spinner's) rationale was that 
’women can use scissors better than men and they wili do it 
cheaper*>M Women were hired to cut treasury notes. Later,
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women were hired as clerks, When the typewriter was devel­
oped. women’s jobs were expanded to include typing. The U .S . 
Civil Service Commission’s history states that “Women quickly 
caught on that they were well suited tor typing." The in­
vention of the telephone provided further employment tor wo­
men as they became keyboard or switchboard operators. These 
tasks have remained the same tor many female government work­
ers.
The low number of women in the federal government’s blue 
collar work force (only 9 of 100 workers is female) implies 
job segregation. Further examination of this CPDF data shows 
that only 19 of 38 occupational, categories have as many as 350 
female employees. There are 500,000 blue collar workers. Only 
three jobs had a majority of female workers. These categories 
are sewing machine operating, laundry working, and food ser­
vice working. The laundry group of occupations has the lowest
56average salary of the blue collar occupations. White collar 
jobs are similarly segregated. The largest federal job 
category is secretary. In the federal government, 99% of sec­
retaries are female. The next largest category is clerk- 
typist which is 94% female. The majority of federal workers
5have jobs which are more than two to one of their own gender. 
House (of Representatives) Information Systems analysed the 
relationship between concentration of men in a job and the 
average salary of that job using CPDF figures. The analysis 
shows the effect of the employment of women on the pay levels
of an occupation. A job with no women payn an average of 
$22*877.62 and a job with no men pays an average ot $9,488.15. 
For every additional percentage point of men in the occupa­
tion, workers earn an additional $176.36. The same phenomenon 
is found in the private sector to a lesser degree. An addi­
tional percentage point of men in an occupation adds $133.89
to earnings in the private sector. (See Appendix 3 tor mure
58information.)
Most, federal jobs are compensated by grade scales. Jobs 
are evaluated and assigned a grade. Employees ot tfit-* same 
grade are paid the same despite the differences m  the jobs 
they hold. Women are coneent ra ted in i<nv pay ing graiies . A 
1980 study by the Subcommittee on Employment Opportunities ot 
the House Committee on Education and Labor found that women
U)represent nearly 80% of ail employees at or below OS-4. The 
average grade for women is 6.26. The average grade for men
I' Mis 8.33. Table 10, included at Appendix C. shows the dis­
tribution of female federal government workers by grade. What­
ever method is used to compare salaries and occupational group­
ings. the segregation of female federal workers in low paying 
jobs/grades is clear.
The Reagan administration has not acted as a leader in 
eliminating pay disparities for federal workers or women work­
ing in the private sector. Attorney Winn Newman complains 
that, "President Reagan's appointees to the major civil, rights 
enforcement positions appear to be uniformly hostile to the
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.,(51 it?programs they are supposed to administer.** The Equal Em­
ployment Opportunity Commission has not acted on any ol the 
226 comparable worth charges submitted to EEOC headquarters. 
Clarence Thomas, Chairman of the EEOC, testified at the Sep­
tember, 1982 House Pay Equity Hearings in favor of eliminating 
pay disparities.^^ However, he declined to support or oiler 
a promise of any positive action from his office.
Although the Commission has been engaged 
in an ong'>ing st ady of the issue of .}oh 
segregation and wage discrimination, it 
has net yet issued t formal policy state- 
men t out 1 in i ng t he posi t ion 11 plans to 
t. a k* * i n t h « • a r e a *> J c < >rnp a r a b i e wo r t h. A11 
c«>mp 1 a l n ? s filed with the Commission rais- 
i:, k tin * i ssin‘ xp 1 ic 11 I y or imp l ic 11 1 y 
are cur r* n t 1 y i nves t iga t ed in our l ie 1 d 
oil ires, t ■ s«■ n t he ('ust1 1 l les are amt to 
heudquart* r where they remain, pending a 
Comm i >s i >n r» so i a 11 on o f the is.sue .
When questioned abeiut t..e hi fancy of the EEOC to take a more 
active role, Chairman TlV/mas stated that the office had lim­
ited resources ami was severely backlogged due to cuts in fund­
ing and personnel. Another reason giv»n for the lack of action 
on the matter was the unclear state of the case law. The EEOC 
interpreted the Cuunty of Washington v , Gunther case as a very 
limited, narrow dec i s ion that was i n su f f i c ien t i > c1ea r up 
confusion over the status or the comparable worth concept m
Ano t he r rep resen t a t i ve o i t he Re agaii a dm i n i s t r a t i o n took 
a position in opposition to the implementation ol comparable 
worth by the federal government. Dr, Donald J. Devine of the
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l\S. Office of Personnel Management, testified in support of
63the present job evaluation system. His argument was that 
even if comparable worth is desirable, ”... the path from 
problem to solution has not yet been identified and developed 
by anyone.” Dr. Devine declined to accept responsibility for 
correcting pay disparities. He referred to the suggestion 
of Thomas Donahue, Secretary-Treasurer of the AFL-CIO. that 
comparable worth "must be done in the private sector by joint 
agreement reached by labor and management. This means, in 
effect, relying on the market. This is the necessary answer 
to the question for the private sector. For the Federal gov-
64ernment, we must follow the private sector.” Occupational 
segregation is a problem in both the private sector and tie* 
federal government. It seems unlikely that a solution will 
be freely offered by either sector.
E x p la n a tions for Occupational Segregation
Explanations for job segregation vary from the choices of 
women in entering professions to barriers which prevent women 
from entering higher paying professions. Perhaps, women do 
choose to become teachers and nurses irrespective ot the low 
pay offered by those professions. The problem is that the oc­
cupations which women have watered are low paying. The ques- 
tiom is whethei women choose to enter low paying occupations 
or whether the ace up at loss that women enter become low paying. 
Would these occupations be low paying if the employees were
ft
men? Why are women concentrated in low paying occupations?
Socialist ion. The choice of an occupation is difficult 
for both men and women. There are so many different jobs in 
our society. For women, the choice of an occupation is fur­
ther complicated by the conflicting demands of homemaking and 
a earner* Until recently, for women the choice of an occupa­
tion was limited to jobs which resemble work performed in the 
home. Conflict between traditional notions of femininity and 
occupational or intellectual achievement is experienced by 
many girls nd women. Achievement is highly valued and re- 
warded in American society. Vet, it is often viewed as un- 
fern tain**.
Socialist ion is a complicated process. Events and the 
influences of others affect a person’s development from in­
fancy through old age, As the above figure (Table 11) shows, 
there are many factors affecting u child’s development. Males 
are treated differently from birth. As infants, males are 
tossed into the air while females art* more likely to be cud­
dled and spoken to softly. As children, boys are rewarded for 
being aggressive, competitive, and forthright. Girls are en­
couraged to be gen t It', percept i ve , and munipulative. Women 
gain power through influence of men - by pandering to the male 
ego. As older children and as adults, men are evaluated by
their academic and occupational ach1evements while women are
0 7judged by their skills in human reiationships. Toys and 
games differ for boys and girls. As young children, girls
Table 11
Socialisation Influences that May Affect a Girl's 
Achievements and Aspirations
FAMILY
child-rearing praet ices
role models
social class values
PEERS
boy friends 
girl f r iends
social group members!! ips 
SCHOOL
teacher behavior 
counselor practices . 
textbooks v
OTHER SOURCES
media
cultural and 
subcultural factors
A GIN! ’ S OWN CHARACTERISTICS
PerHlin
sun a i uv 
iHrt i * •»i n *
•i i in ii
T
OCCUPATIONAL-RELATED ACHIEVEMENT
a < * adem i c a c h i o v erne n t 
occupational aspirat ions
Source; Ireson, Carol , Women Working, Th*'«>ri*-s and Facts 
In F^rspect iv« (Mayfield Publishmn Cn., Pul) 
Alfo, 1978) p. 180.
are given their li t ' iis and tea sets while buys play with
trucks and construe' n ets. Girls play house and school
68while boys play lootuiij. As Table 11 indicates, schools, 
peers, parents, and the media all supply these conceptions oi 
gender-related behavior. As girls internalize these concep­
tions of appropriate behavior, they lock themselves into
69positions interior to that of men. A gtr! learns to suo- 
duo her dies ire tor achievement and hide her ambitions 1 rom 
her parents and <>thers in soc i * * t y . As s h * * l l m i t s It e r a c it i »* v e * 
merits, she also limits the occupations available to her as 
an adult. School counselors have been known to encourage 
boy s t o con t i nut1 i n in a t h a rid s c t en ee wh 1 1 e girls study Kn g 11 
and typing. Peers also encourage girls to limit their achie­
vements. Studying does not lead to popularity lor girls in 
most high schools. Instead, the popular girls are cheer­
leaders l’or the boys ’ athletic teams. Evidence shows that, 
girls have higher achievement levels than boys until junior 
high when their advantage levels off and finally reverses m  
high school. Boys prepare lor their roles as breadearners 
and girls worry about their Look, and boyfriends. The media 
reinforces the traditional roles ot women and men. For ex­
ample, the Brady Bunch, still being rerun, portrays the happy 
mother and her housekeeper casing lor six children.
These are generalizations certainly, changes have occur­
red in many pomes, schools, and in the media. However, the 
traditional role of the woman as homemaker is tar from gone.
The popularity ol Marabel Morgan’s The Total Woman, a book
instructing women on the technique and benefits of being a
sensual, submissive housewife, shows that many women prefer
70the traditional role of the woman. Furthermore, the de­
feat of the Equal Eights amendment is an indication that many 
women, as well as men, are not yet ready to give up their 
traditional roles. Also, even if today’s children are en­
couraged to achieve and/or develop skill in personal rela­
tionships regardless of sex, there will still be millions of 
women who were taught that women should be submissive to men. 
Even the children of today are exposed to unequal relation­
ships in the home and the work force. Whether intentionally 
or implicitly socialized to be less competitive than men, 
most women have preconceived concept ions o f their roles which 
cause them to be followers of men.
Socialization probably does account tor the choice ot and 
occupation. After all, by limiting their achievements, many 
women are forced to take jobs winch encompass use of skills 
they learned in preparation for homemaking and motherhood. 
Also, these women conceive of themselves as less important
than men. In one study, Judith Agassi compared the work at -
71titudes of men and women.
We see from Table 12 that the largest gap between the at­
titudes of men and women was * self image as basic earner’. 
Women do riot derive their self image from their work in the 
same way that men do. As mentioned earlier, women are judged
Table 12
Thirteen Work Attitudes in Order of the Size of the Difference
Between Men and Women in Their Levels
Difference 
in Percentages
Work attitudes that are higher for women 
than for men
Concern for hygiene 
Direct satisfaction
♦13.95 
♦ 7.4
Work attitudes that are Lower for women 
than for men by less than 5 percent points
Concern for freedom 
Composite sat islac 11on 
Self-conf idence 
Emphasis on content
1.55
2.15 
3.7
4.15
Work attitudes that are Lower for women 
than for men by between 6-10 percentage 
points
Concern for content 
Commitment and attachement to 
employment and occupation 
Superficial (inconsistent) satis 
fact ion
7.22
7.35
9.7
Work attitudes that are lower for women 
than for men by between 11-20 percentage 
points
Concern for union 
Instrumental orientation 
Interest in advancement
By 21 or more percentage points 
Self-image as basic earner
- 12.0
-13.0
-18.7
-30.4
Note; Higher means what is generally considered more
favorable.
Lower means what is generally considered less 
favorable.
by their shills in personal relationships rather than by their 
occupations. A factor significant to the continued low pay 
of women was the difference in'- 1 interest in advancement'. 
Agassi attributed this lack of interest in advancement to a 
perception that the chance of advancement was low and the high 
domestic workload of women. Without an interest in advance­
ment, women will not strive for promotion or actively seek 
jobs of higher pay and/or prestige. Agassi found that when 
other conditions were equalized, the largest part of the dif­
ferences in work attitudes was due to past experience of 
progress or its absence. The implication is that as long as 
women are secondary earners, they will remain in lower paying 
occupations. Furthermore, as long as women are socialized 
with the belief that their primary role is that of a homemaker 
or even that they have the responsibility for homemaking, they 
will not compete at a level equivalent to that of a male.
After all, two jobs are difficult to work concurrently.
Clearly, socialization plays a role in the selection of 
an occupation by women. Socialization does not explain why 
those professions that women have chosen should be low paying. 
A woman may feel more comfortable teaching than driving a 
truck because of the positive reinforcement of nurturing be­
havior when she was a child. That is not an explanation for 
paying the teacher less than the truck driver. The woman may 
be more likely to accept a low paying job than a man because 
she does not base her self image solely on her status as an
earner but does that mean that her job necessarily has less 
value to society? And should past experience or knowledge 
of the experiences of others with difficulty advancing suc­
cessfully in a career justify lack of pay equity for women? 
Socialization is only part of the explanation for job seg­
regation and should not be an excuse to perpetuate the 
current inferior role of women in our society.
Discrimination. Pay disparities reflect discrimination 
in the market place rather than the desire of women to earn 
1ow wages. Some examp1es o f t he dete rm i nat ion o f wages i n 
traditional women's 'professions sh ;w that low pay did not 
result from an unbiased determination of supply and demand in 
the market place. Bather, the social mores of a society where 
women were oppressed and restricted led to the use of women’s 
skills without adequate compensation. Protective laws bar­
red women from some occupations completely. Those occupations 
which were open to women were also poorly compensated.
The library profession, for example, began as an attempt 
to provide libraries with an educated work force at low cost. 
Women became librarians because it was a socially acceptable 
way to use their intellectual skills. The depressed wages of 
library workers have never been corrected to reflect the true
value of the library professional - most often a woman with
72a Master’s degree in library science.
Another example of the process of discrimination is nurs­
ing. Nursing began as a volunteer profession. Women volun­
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teered in hospitals providing valuable assistance to physi­
cians, The health care industry has changed from a charitable 
system to a profitable industry. Nursing wages have remained 
depressed although other hospital expenses have increased 
rapidly. As a result of the low wages paid to nurses, vacan­
cies for hospital nurses are between 65,000 and 70,000 nation­
wide. If market forces operated in wage determination,' nurses 
would receive higher wages. Higher wages would attract more 
people to nursing and the shortage would be eliminated. In­
stead, hospitals have employed less skilled workers and im-
73ported nurses from other countries rather than raise wages.
Nurses continue to earn disproportionately low pay with the
result that patients suffer from the shortage of nurses.
The teaching profession also suffers from discrimination.
Teaching, like nursing and the library profession, has long
been an acceptable profession for a woman. Salaries for
teaching have traditionally been low. The National Education
Association found that highly qualified women and minorities
routinely entered the teaching profession despite low pay
because other jobs were not open to them. Now, fewer highly
74qualified women are entering teaching. Quality education 
is the basis for assuring continuing productivity, improve­
ments in technology, and provision of services in our nation. 
The value of the teaching profession has long been overlooked. 
Librarians, nurses, and teachers, are a few of the most ob­
vious groups to suffer from low pay because of the large
numbers of women that fill their ranks. Similarly, shortages 
and lack of quality employees in each of these areas affects 
all people as the resources which women could provide are 
wasted.
The National Academy of Sciences study, Women, Work, and
Wages: Equal Pay for Jobs of Equal Value, found evidence to
demonstrate that jobs held mainly by women and minorit ies "pay
less at least in part because the* are held mainly by women
75and minorities." Several reasons are given by NAS to show 
that discrimination is the root of pay inequities. First, 
when the value placed on characteristics used to set wages 
does not change, pay inequities will persist. Society changes 
and the needs of industries change. Wages should reflect 
these new values. This problem has caused much of the inef­
fectiveness of the FES Civil Service system. Second, dif­
ferentials in average pay were acceptable prior to passage of 
the Equal Pay Act. These differentials are built into many 
wage structures. When employers were forced to eliminate dual 
wage structures, many did not revalue job characteristics but 
simply merged two scales into one and segregated women in the 
low paying positions. The third type of evidence used by NAS 
is the finding that many firms pay less for women’s jobs even 
when the same scores were derived from job evaluation plans.
Use of the Job Evaluation Study. One of the major tools 
for comparing wage rates is the job evaluation study. Recent 
job evaluation studies have uncovered patterns of under-
valuation of jobs which are filled predominantly by women. 
Ironically, job evaluation systems have also been used by em­
ployers to determine wages. Many of these job evaluation 
systems have formalized and perpetuated discrimination against 
women.
Job evaluation studies conducted by public jurisdictions
to evaluate the extent of gender discrimination typically
76involve three steps. First, job descriptions are developed 
for the positions to be evaluated. These descriptions in­
clude the job requirements, a list of tasks to be performed, 
and the quality of performance expected. The second step con­
sists of assigning points to each job. W ,n the study is 
ordered by public jurist ;tions, a committee of labor and 
management representatives might determine the point assign­
ment. In the third step, jobs with similar numbers of points 
are compared by salary. If salary diiterances exist, the 
number of women and men filling the jobs is compared. The.se 
studies have consistently found widespread discrimination as 
discussed earlier in this paper.
There are problems with job evaluation systems. The
77EEOC Chairman, Clarence Thomas, cites three general problems. 
First, job evaluations are inherently subjective. Someone 
must list the requirements, tasks, and expectations for the 
jobs being evaluated. Sex stereotyping may influence this 
process causing an undervaluation of jobs held mainly by wo­
men. For example, an evaluation of a secretarial position may
stress typing skills over administrative responsibilities.
A second problem is that job worth scores depend on the 
value assigned to particular tasks. Again, tasks traditional­
ly performed by women may be undervalued. For example, phys­
ical exertion may be more highly valued than manual dexterity. 
Most job evaluation systems determine point values by examin­
ing wage rates in the market. This process perpetuates exist­
ing discrimination since market wage rates reflect discrimina­
tion, Job evaluation plans utilizing a committee of labor and 
management representatives to determine point value should be 
better able to determine fair point values.
The third problem is that many employers use different 
evaluation plans for different sectors of their firms. Thus, 
the employer may set up one evaluation system for blue col­
lar workers and another for white collar workers. An indus­
trial plant may evaluate machine operators on a separate 
system from that used to evaluate secretaries in the plant's 
office. This dual system allows tor the undervaluation of the 
secretaries who are usually women. These three problems must 
be solved if comparable worth is to become established as a 
wage standard.
The federal government uses a job evaluation system which 
suffers from the same three problems encountered in private 
sector job evaluation systems. The Factor Evaluation System 
(FES) was established by the Office of Personnel Management 
to replace narrative interpretations for assigning value with
quantitative measures for setting wages. The National Treas­
ury Employees Union studied the new (1975) system and found 
that, M. .. the -was fundamentally flawed because it was 
still based upon the classification standards that had been 
in existence since.1923. Consequently, the system reflected
the sex-bias concerning male and female job roles that per-
78meated society 5U years ago.”
Many examples exist that show the undervaluing of the 
tasks performed by women. Factors such as speed, use of tech­
nologies such as the word processor, and fine motor require­
ments which characterize women’s jobs have been given low 
values. Relying on values assigned to skills before 1963 is 
particularly likely to result in pay inequity for women since
prior to passage of the Equal Pay Act of 1963, sex rtiscrimina-
79tion was not illegal. Continual revision of job worth is 
necessary to ensure that the proper assignment of points 
occurs.
A further problem with the FES is the initial assignment
80of women into low paying dead-end jobs. Many jobs cannot 
be used as credit toward other job categories, For example, 
a secretary in telecommunications cannot receive credit for 
experience in telecommunications if she applies for a non- 
secretarial position. There is no mechanism for horizontal 
movement among most job categories f illed by women. Dr. Be~ ■ 
vine of the Office of Personnel Management has argued that 
FES is objective and fair but the existence of job segregation
in the federal government is undeniabe.
When used by public jurisdictions, the job evaluation is 
an effective tool for identifying discrimination in the de­
t e r m i n a t i o n  o f  wages. However, the subjective nature of job 
evaluation has limited its success as a fair and objective 
system of setting wages. The use of a committee, rather than 
an individual employer, to determine point values seems to 
eliminate many of the problems with the present job evalua­
tion systems.
Thus far, I have shown that a substantial earnings gap 
exists between men and women. The effect of the disparity 
in pay is the disproportionate number of women, and the fami­
lies they support, living in poverty. The earnings gap is 
attributed to job segregation which is pervasive in the nation 
including the federal government. Examination of the reasons 
for job segregation has shown that discrimination in the wage 
market has depressed the salaries of women and limited their 
occupational choices. Pay equity offers an alternative to 
the pervasive discrimination against women. In the following 
section of the paper, I will discuss the strategies and 
status of pay equity. Then, I will cover the reasons that 
pay equity has encountered widespread opposition from employ­
ers, including the federal government.
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in the federal government is undeniable,
When used by public jurisdietions, the job evaluation is 
an effective tool lor .idem i lying discrtminat ion in the de­
termination of wages. However, the subjective nature of job 
evaluation has limited its success as a fair and objective 
system of setting wages. The use of a committee, rather than 
an individual employer, to determine point values seems to 
eliminate many of the problems with the present job evaiua- 
t ion systems,
Thus far, I have shown that a substantial earnings gap 
exists be t ween men and women. The e n  ect ot t he d i spur 1 1 y 
in pay is the disproportionate number of women, and the fami­
lies they support, living in poverty. The earnings gap is 
attributed to job segregation which is pervasive in the nation, 
including the federal government. Exiuaination of the reasons 
for job segregation has shown that riserimiiuition in the wage 
market has depressed the salaries ot women and limited their 
occupational choices, Pay equity offers an alternative to 
the pervasive discrimination against women. In the following 
section of the paper, I will discuss the strategies and 
status of pay epaity. Then, I will cover the reasons that 
pay equity has encountered widespread opposition from employ­
ers, including the federal government.
STRATEGIES TO ACHIEVE PAY EQUITY
Supporters of pay equity encourage a variety of strate­
gies to achieve pay equity. These strategies include litiga­
tion, legislation, union bargaining, and encouraging the 
federal government, as the largest employer in the nation, to 
enforce use of comparable worth as the standard for wage de­
termination, The National Committee on Pay Equity, founded in 
1979, has organised much of the work in support of pay equi-
Q 1ty. The committee is a national coalition with over 100 
organizational and individual members including 12 interna­
tional labor unions, major women’s and civil rights groups as 
well as educational and legal associations. The committee 
provides leadership and coordination to its members and other 
advocates of comparable worth. It also works to publicize 
comparable worth issues on both national and local levels. 
Individual women's groups have been instrumental in organiz­
ing strikes and berguining by and for union members, lobbying 
for job evaluation studies, and publicizing the issues. The 
four major strategies - litigation, legislation, union bar­
gaining, and enforcement of comparable worth at the federal 
level ** are goals that the National Committee on Pay Equity 
pursues concurrently, with support from its member organiza-
t ions,
Litigation
The courts have been used to achieve pay equity. Claims 
concerning pay disparities for equal work have been success­
fully litigated since passage of the Equal Pay Act in 1963. 
Claims that pay disparities exist between jobs of comparable 
value are more difficult to litigate. Courts are reluctant 
to support comparable worth claims because of both the contro­
versy surrounding the Bennett Amendment to Title VII of the 
Civil Eights Act of 19>4 and the difficulty of comparing the 
worth of jobs.
The Bennett Amendment provides that:
It shall not be an unlawful employment 
practice under this subchapter for an em­
ployer to differentiate upon the basis of 
sex in determining the amount of the wages 
or compensation paid or to be paid to em­
ployees of such employer if such differ- 
erentiation is authorised by the provisions 
of section 206(d) of Title 29. (own emphasis)
Section 206(d) of the Equal Pay Act prohibits:
sex-based discrimination in compensation 
for the same work except when the differen­
tial is the result of (i) a seniority system;
(ii) a merit system; (iii) a system which 
measures earnings by quantity or quality of 
production; or (iv) a differential based on 
any other factor other than sex.82
The dispute has focused on the word ’authorized*. Opponents 
of comparable worth interpret the amendment as precluding 
litigation of any claims under Title VII which could not also 
be brought under the Equal Pay Act. Proponents of comparable 
worth interpret the term ’authorize’ to mean that a wage claim
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under Title VII is subject to the four affirmative defenses 
of the Equal Pay Act.
Legislative history is often used by courts to interpret
legislation. Legislators clearly chose to limit the Equal Pay
Act to situations where men and women perform the same work.
Until 1962, legislation contained comparable work language.
However, following 1962 hearings on equal pay, Representative
St. George offered an amendment changing the language of the
equal pay legislation from ’comparable work' to ’’equal work
83on jobs, the performance of which requires equal skills.’’
Equal work legislation was reintroduced in the 79th Congress 
(1963) and finally passed as an amendment to the Fair Labor 
Standards Act. In 1964, the Civil Rights Act was the focus 
of many controversial debates. On February 10, 1964, Repre­
sentative Howard Smith of Virginia, who opposed Title VII and 
most civil rights legislation, proposed the amendment to in­
clude sex discrimination as a final attempt to block passage
84of the Civil Rights Act. However, the Civil Rights Act 
passed with the amendment including sex discrimination. In 
the Senate, Senator Bennett proposed an amendment to clear up 
concern over the relation of Title VII and the Equal Pay Act, 
Introducing his amendment, Senator Bennett said, ’’The purpose 
of my amendment is to provide, that in the event of conflicts, 
the provisions of the Equal Act shall not be nullified.” 
Senator Dirksen also spoke, "The Fair Labor Standards Act 
(the Equal Pay Act) carries certain exceptions. All that the
pending amendment does is recognize those exceptions, that
85are carried out in the basic act." It seems that the Ben­
nett Amendment was intended as a technical clarification of 
Title VII.
The controversy over interpretation of the Bennett Amend­
ment was only recently resolved by the Supreme Court in the
86County of Washington v, Gunther case decided on June 8, 1981. 
The court concluded that the Bennett Amendment does not re­
strict Title VII’s prohibition of sex-based wage discrimination 
to equal work claims. The court’s reasoning included the tech­
nical nature of the Bennett amendment which the court int°r- 
preted as incorporation of the affirmative defenses of the 
Equal Pay Act. The Gunther case did not specifically allow 
for endorsement of the comparable worth concept. The case in­
volved female jail matrons who received lower pay than male 
jail guards. The female jail matrons guarded fewer prisoners 
and performed some clerical work. There was evidence of in­
tentional sex discrimination as the results of a job evalua­
tion study were ignored since they would have resulted in 
higher wages for the jail matrons. The court supported the 
concept of job evaluation but also stated that, "respondents* 
claim is not based on the controversial concept of comparable 
worth...."
The International Union ot Electrical, Radio and Machine
88Workers (IUE) v. Westlnghouse Electric Corporation (1980) 
case also supports an interpretation of the Bennett Amendment
as incorporation of the four affirmative defenses of the Equal 
Pay Act into Title VII. The Westinghouse case determined that 
establishment of current salaries based on wage rates estab­
lished prior to 1964 when separate pay scales existed for male 
and female employees was discriminatory. As in the Gunther 
case, comparable worth was not the issue.
Comparable worth cases have not yet succeeded, Lemons v .
City of Denver (1980) involved city nurses who claimed that
nursing was historically an underpaid occupation because it
was predominantly female. The court refused to compare the
worth of the city's nursing positions with other city positions
claiming a lack of clear congressional directive. This case
could now be litigated based on the Gunther decision. Another
case, Christensen v. Iowa (1977) involved clerical workers who
claimed undercompensation when compared with physical plant
employees. The court decided that the clerical workers did
not have a prima facie case because market values accounted
89for the wage differential.
Following the Gunther decision, the emphasis on wage dis­
crimination claims has been on structuring the claims like
90racial discrimination claims under Title VII. An article 
by Hydee Feidstein, in the Columbia Law Review, describes 
three types of equal pay claims. The easiest claim to success­
fully litigate is that made by the jail matrons in County of 
Washington v. Gunther. The plaintiff must show that the ap­
plication of standards was discriminatory. The court does not
need to evaluate the criteria or substance of the standards.
The second type of claim is that the standards were dev­
eloped discriminatorily. The IUE v. Westinghouse case was of 
this type. The merging of two formerly separate pay scales 
perpetuated past discrimination and thus, was disallowed. The 
first two types of claims are relatively easy to litigate be­
cause the court does not need to determine the value of the 
jobs.
The most difficult type of claim is that standards are 
discriminatory. This type of case is the core of the compar­
able worth controversy. In Lemons v. City of Denver and in 
Christensen v. Iowa, the court refused to address comparable 
worth issues. In this type of case, which following Gunther 
the court can no longer refuse to hear, the plaintiff must 
show that the determination of salaries disproportionately 
affected the group of women. Then, the burden of proof will 
be on the defendant/employer to show that wage determination 
was based on a factor other than sex. Comparable worth cases 
may be difficult to win but the structure is established. The 
legal system offers a viable way to force employers to con­
sider, if not adopt, comparable worth as a standard for deter­
mining the value of jobs.
Legislation
Comparable worth is * policy issue. Some of the court's 
reluctance to support comparable worth claims may reflect a
preference for legislative determination of policy. Leg­
islation can take several forms. Senator Kennedy recommends 
that congressional oversight of the EEOC be improved to en­
sure support and positive action on the comparable worth
QOissue, Legislation by states has included the commission 
of job evaluation studies to determine the extent of wage dis­
crimination and suggest remedies. Legislation can also take 
the form of comparable worth resolutions adopting comparable 
worth as the standard for setting wages. Legislation can also 
include support of public education on the comparable worth 
policy. Legislation, in any of these areas, is an important 
step in bringing equality to the job market.
Thus far, the federal government has not passed compar­
able worth legislation. Some state and local governments have 
taken legislative action on this issue, Job evaluation stud­
ies have been funded by over 25 state and local governments 
in the last several years. These jurisdictions include Mich­
igan, Connecticut, Washington, Illinois, Maine, Wisconsin,
cvqVirginia Beach, and New York.*"
State governments have also passed comparable worth re-
94solutions and laws. In California, salaries for female 
dominated state jobs are set on the basis of comparable value. 
In Hawaii, resolutions requesting employers, public and pri­
vate, to adopt comparable worth have passed. Minnesota has 
a law requiring that comparable worth be used for state laws 
and that a portion of the budget be spent for pay adjustments.
50
91
Some states have equal rights laws and laws which prohibit un­
equal compensation for jobs of comparable worth. These states 
include Alaska, Arkansas, Georgia, Idaho, Kentucky, Maine, 
Maryland, Massachusetts, North Dakota, Tennessee, and West. 
Virginia.95
With the support of these state governments and enforce­
ment of these laws, positive action can be taken to implement 
comparable worth. However, there are many jurisdictions that 
have not been covered. Furthermore, the nation's largest 
single employer (the Federal government) and many state and 
local government must still accept the comparable worth con­
cept.
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Unions
Women have not traditionally worked with unions. Although
women comprise over one-hali of the work force, only 28,1% of
total union membership is female. The occupations in which
women are most often employed have the lowest percentages of
96union membership. Unionized women have salaries 33% higher
than non-union women. Union women also receive better benefits
97and have grievance procedures to handle sexual harassment. 
Unions can also bargain for the use of comparable worth in the 
determination of wages. Unions can organize strikes when col­
lective bargaining fails. Unions can also participate in the 
job evaluation process by negotiating the level of points/ 
value assigned to job qualifications.
Unions have been successful in negotiating for comparable
worth as a part of employment contracts. Many unions have
joined the National Committee on Pay Equity. For example, in
Santa Clara County, California, a union negotiated a contract
giving clerical employees raises of 5-10$ based on elassifi-
98cation upgrading. The Communications Workers of America 
negotiated with AT&T to establish a joint labor/management Oc­
cupational Job Evaluation Committee to develop a new job
99evaluation system with comparable worth as a goal. In San 
Jose, California, bargaining was not successful. Thus, the 
municipal employees were forced to strike for 9 days after 
which they were given 5-10% wage increases for employees in 
predominantly female jobs.
Unions have an incentive to support women on the compar­
able worth issue. The role of unions is to secure wages and 
benefits for a group of workers higher than what they could 
achieve as individuals. If women, most of whom are not union­
ized, achieve pay increases with court battles and the support 
of women’s groups, the future of union strength will be 
t r e a t e n e d . U n i o n s  have and should continue to support wo­
men in their efforts to achieve pay equity.
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Hole of the Federal Government
The federal government is in a position to become the 
model employer and supporter of comparable worth. Instead, 
the federal government lags considerably behind the efforts
of state and local governments and unions to establish com­
parable worth. Endorsement of comparable worth by the feder­
al government would be an incentive to private employers to 
reevaluate their wage systems. Also, the millions of women 
trapped in low paying, dead-end federal jobs would be given 
a chance to earn fair wages.
The third day of the Congressional hearings on Pay Equity
concerned the federal government. Many unions representing
102federal employees testified. Data provided on the extent
of wage discrimination and occupational segregation in the 
federal government- clearly indicate that the federal govern­
ment must reform its wage system.
The Civil Service Reform Act of 1978 requires equal pay
3 03for work of equal value. This act has not been enforced.
There is no controversy concerning the standard for wage de­
termination in the federal sector, The problem is that en­
forcement is not provided to implement comparable worth.
Must of the unions mentioned the need for an independent
104study of the federal personnel system. The National Treas­
ury Employees Union supports the establishment of a bilateral 
commission of representatives from labor, management, women’s
organizations, and academia to review FES for sex bias and to
105make recommendations for remedies. The National Federation
of Federal Employees also stressed the need for an independent 
study with the aim of finding long term solutions to wage 
discrimination problems.
Another suggestion was that the standards used in job
evaluation should be evaluated at least once every ten years. 
The NAS study endorsed the need for on-going review of the 
value assigned to job characteristics which are used to set 
wages,
A further suggestion was legislation to allow federal
* . , . # „, 107unions to negotiate over wages and job classi i legations. 
Presently, it is illegal for unions to fill this role and em­
ployees sign an agreement relinquishing their right to strike 
with acceptance of employment. Given the clarity of the 1978 
Civil Service Reform Act's adoption of the comparable worth 
standard, the federal government should act on one or all of 
these suggestions in a sincere effort to enforce comparable 
worth and eliminate pay inequities for federal workers.
The federal government can also support private market 
use of the comparable worth concept. First, use of comparable 
worth by the federal government will show private employers 
that pay equity is a viable and necessary goal. Second, the 
federal government plays a role in the private market determi­
nation of wages. EEOC 'enforcement of Title VII and support 
of litigation (perhaps some action on the 226 claims already 
in the EEOC files) is a necessary step for effective adoption 
of comparable worth. Litigation supported by the EEOC would 
also be an incentive for voluntary implementations of com­
parable worth as employers would avoid legal expenses. The 
EEOC needs increased financial and personnel support from the
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administration. Increased support of the Office of Federal
Contract Compliance Program will also allow for increased en-
108forcement of comparable worth. The federal government has
the resources needed to encourage nation-wide support of the 
comparable worth concept. The federal government should re­
gain its position as the leader of our nation by supporting 
this policy which is needed by so many of our citizens.
The success of pay equity depends on the effectiveness of 
litigation, legislation, union bargaining, and use of the fed­
eral government. Given the extent of the earnings gap and the 
poverty it causes, knowledge of the role that job segregation 
and the accompanying wage discrimination, and suggestions 
which would alleviate the problems, it is difficult to imagine 
opposition to comparable worth from the women who need fair 
wages. However, there are many corporations who do not want 
to pay women more money. There are also people who feel that 
comparable worth is unworkable. Women and their supporters 
must continue to strive for the reform of the present system 
of wage determination and elimination of pay inequities.
Opposition to Pay Equity
Opposition to comparable worth has existed for many years 
Tbe Equal Pay Act of 1963 covered equal work because compar­
able work legislation had failed to pass for so many years.
The opponents of pay equity may still feel that women belong 
in the home and, if working, do not deserve as much money as
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men. However, the explicit arguments of the opponents of pay
equity focus on the economic consequences of comparable worth.
The Equal Employment Advisory Counsil, a Washington, D.C. based
lobbying group, has provided much of the opposition to com*
parable worth. The EEAC consists of many large U.S. corpora*
109tions such as Exxon, Sears, and General Electric. The EEAC 
1980 symposium presented panel discussions on the practical 
problems and results of comparable worth. The EEAC book 
Comparable Worth: Issues and Alternatives argues that compar­
able worth is an ill-defined issue which would cause an ar-
116bitrary realignment of pay, Opponents of comparable worth
offer three basic arguments; (1) free market; (2)’apples and 
oranges"; and (3) cost.***
The market argument assumes that wages are established 
by laws of supply and demand rather than discrimination. Fur­
thermore, businesses argue that an increase in government in­
tervention in the marketplace is both unnecessary and disrup­
tive. They also argue that the courts and the EEOC are not 
well suited for determining the appropriate worth of jobs.
The market argument is based on several fallacies. Most 
importantly, women’s wages do not reflect the market forces 
of supply and demand. The market is distorted by discrimina­
tion. Opponents are correct that it is difficult to show 
scientifically that discrimination is the major cause of the 
earnings gap. However, as discussed earlier in this paper, 
the most recent studies indicate that discrimination does
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account for a large portion of the earnings gap. Market fail­
ure is evident when the actual process of wage determination
is examined. For instance, the shortage of both nurses and
1 1 2secretaries should be accompanied by an increase in wages.
This increase has not occurred. Also, consider professions 
that are well paying when men fill them and low paying when 
women fill them. The positions of bank teller and secretary 
were prestigious and well paying when first established and
filled by men. Now, bank tellers and secretaries are poorly
113paid and they are overwhelmingly women, Continued reliance 
on market rates to determine the value of jobs perpetuates 
discrimination of the past.
Fear of increased government intervention is unjustified. 
The government already interferes in the market - sometimes 
to the advantage of the industry (ie. Chrystler was given 
loans to avoid bankruptcy). The government already oversees 
enforcement of the Equal Pay Act and Title VII, A significant 
increase in government intervention should not be necessary.
The claim that the EEOC and the courts should not be 
determining the value of jobs seems reasonable. When proof 
of discrimination is found, the courts could require remedial 
action such as establishment of new wage rates based on a job 
evaluation system negotiated between management, employees, 
and perhaps unions and women’s groups. The EEOC and the courts 
may not have to set the value of jobs but they are equipped 
to identify discrimination.
The "apples and oranges” argument is that it is not pos­
sible to objectively determine the value of two different jobs. 
Job evaluations are subjective. Yet, job evaluations are used 
regularly to determine the worth of jobs. "Almost two-thirds
of the adult population in the USA are pay-graded by job eval-
114uation schemes.” The federal government publishes a Dic­
tionary of Occupational Titles that ranks jobs from the most
115important to the least important. Comparisons are already
being made. There have been problems with present job evalu­
ation systems because many of them reflect past discrimination. 
Care must be taken to avoid repeating past mistakes. Dis­
similar Jobs may consist of equivalent tasks or character­
istics that can be used for job evaluation. Overall, the pre­
sent system relies on job evaluation. Comparable worth just 
emphasizes the need to eliminate sex as a factor for compar­
ison.
The third argument is that implementation of comparable 
worth will be too expensive. After all, women are earning far 
less than they deserve. Virgil Day, of the Business Round­
table testified at the 1980 EEOC hearings that comparable 
worth is, ”... a system requiring like pay for unequal jobs, 
a proposition which can be envisioned as a complete restruc­
turing of the U.S. economy, costing billions of dollars.”
116These costs have been divided into two areas. Comparable 
worth will have direct costs including regulatory expense 
and the expense to employers of establishing new job evalua-
tion systems. Further costs will come from the indirect ef­
fects of comparable worth. It is alleged that raising the
7
wages of women will lead to the export of jobs, contracting 
out of business to avoid intrafirm job comparisons, and an 
increase in inflation. The argument then describes the ef­
fects of these costs on women who, since they are already poor,
old, or working in firms not covered by Title VII, will be dis-
117proportionately affected. The latter extension of the 
argument is interesting but the cost argument is unfair and 
overstated.
The cost of correcting wage discrimination is overstated
just as the cost of eliminating pregnancy discrimination, of
enacting minimum wage laws, and of maintaining a safe work-
118place was exaggerated before legislation passed. Implemen­
tation of comparable worth would be gradual. Women have no 
desire to upset the marketplace so severely that, any benefit 
they realize from comparable worth is outweighed by the ef­
fect of increased cost on the economy.
Cost is not a legal justification for sexual discrimina­
tion. The Supreme Court in the case of the Los Angeles 
Department of Water and Power v, Manhart (435 U.S. 702 1978) 
stated, ’’That argument might prevail if Title VII contained a 
cost-justification defense comparable to the affirmative 
defense in a price discrimination suit. But neither Congress
nor the courts have recognized such a defense under Title 
119VII" Cost arguments are not relevant given the legislative
#Sl.
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history of Title VII which shows that Congress did not "place
a price tag on the cost of correcting discrimination in ero- 
120ployment." Cost is an issue when considering the method 
and the length of period for implementation of comparable worth 
Cost does not justify allowing wage discrimination to continue. 
After all, women have been paying the cost of wage discrimina­
tion in the low salaries they receive.
The three arguments of the opponents of pay equity show 
only a reluctance to pay higher wages to women and to assume 
the costs of determining the amount of the increases. Reli­
ance on a discriminatory market is not a reason to disallow 
comparable worth. Lack of a new and perfect job evaluation 
technique is not a sufficient justification for avoiding posi­
tive action or attempts to make the best use of res urces that 
are available. And finally, desire to avoid paying for cor­
rections of wage discrimination that women have suffered for 
years is not persuasive. Women need pay equity. Employers 
must cooperate and offer fair wages to all of their employees.
Conclusion: Policy Reasons to Adopt Pay Equity
A successful policy includes a remedy that addresses the 
needs that it purports to fill, that addresses the causes of 
the problems that it attempts to correct, and that is workable. 
The needs of women include elimination of the earnings gap and 
the poverty it causes. Comparable worth increases wages for 
women whose jobs have been undervalued. The cause of the
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earnings gap is job segregation and the accompanying wage dls- 
crimination which results in low pay for female dominated oc­
cupations. Comparable worth directly confronts the cause of 
the earning gap by increasing wages where they are low due to 
job segregation. Finally, comparable worth is workable. Job 
evaluation systems have been used to identify discrimination 
and must now be adapted to ensure that the occupations that 
women choose are not unfairly compensated. The feminization 
of poverty in our society is a sad result of the oppression 
of women. Comparable worth is an economic necessity to the 
millions of working women in the United States.
EQUALITY AND COMPARABLE WORTH:
SOME CONSEQUENCES OF PAY EQUITY
Pay equity (employment discrimination) is an issue among 
many which are of concern to women. Sexual harassment, wiie- 
beating, and stress due to maternity, and rape are some of the 
serious problems suffered primarily by women. The ultimate 
goal of some in the pay equity movement is equality of women 
with men in every facet of life including social and woiomuc 
relations. The concept of equality and the consideration of 
ways to achieve equality are complicated. \ will discuss 
biological, economic, and social aspect# of equality. tvaiu- 
at ion of policies which aim to achieve equality between men 
and women along one or all of these dimensions n  qq * row a
variety of measures of equality. Equality of opportunity, 
equality of outcome, and "sameness” are the measures I use in 
this discussion. As l havt argued in this paper pay equity 
provides women with economic equality which is determined by 
examining the relative wages of men and women in order to 
achieve equality of outcome.
Pay equity will also alleviate some of the other problems 
that women face. The primary effect of pay equity is the 
change in the economic status of women. As the economic worth 
of women increases, women will be more self-confident and more 
highly valued by society. These secondary effects should les­
sen maternity discrimination/ sexual harassment, wife abuse, 
and inequities in the home. Thus, initially, comparable women 
would cause a change in sex role equity. Eventually, compar­
able worth may cause a change In sex roles.
Equality
People have d i f f e r in g  conceptions of eq u a l i ty .  Most c i t ­
izens of the United States support the concept of equ a l ity  lor  
a l l .  Many of these people, however, do not t ru ly  fee l that 
ml. c i t i z e n s  arc equal. Perhaps, they feel that people of d i f ­
ferent races or nationa l o r ig in  cannot t ru ly  be considered  
equal to someone of th e ir  own background. They may accept the 
concept of eq u a l i ty  in theory but w i l l  refuse to send the ir  
ch i ld re n  to an integrated school or l iv e  ut an integrated neigh 
borftood or marry someone d i f f e r e n t  from themselves. Equality
in theory also applies to the status of women in our society.
Equality can be defined in several different ways tor wo­
men as well as those of different races or national origins. 
Equality can be seen as a biological equivalency. While most 
people now accept that people of different races are biological 
iy equivalent, women and men are clearly not the same in a bio­
logical sense. Arguments have' been made that women can now 
eompete physi cally wi th men and the bioiog1ca1 di f ference can 
be irrelevant if women choose not to have children.
Ano t her de1 i ai1 1on o t equa1i t y is economi c equa1i t y. Ge­
neric determination of intellectual capabilities implies that 
women and men have the same mental abilities. Economic equal­
ity could be interpreted as allowing men and women the same 
opportunities in the job market, Economic equality could also 
mean that women and men should have equal incomes,
A final definition of equality is social equality. Social 
equality is more difficult to define. I think of social equ­
ality as an acceptance of ail people as individuals rather than 
as members of a particular race or sex. Social equality im­
plies the elimination of the stereotypes and role definitions 
that restrict the opportunities of people subject to discrimi­
nation. For women, social equality requires that women and men 
share equally in housekeeping and childcare without the woman 
feeling that she is fortunate to h ive found someone who is will­
ing to pitch in and help with jobs that are her responslbi1 i\y . 
Social equality may follow from biological and economic equai 1 \
Social equality is also the most difficult to achieve since 
it requires significant changes in the attitudes of the mem­
bers of our society.
Since people hold different conceptions of equality, how 
will women know if they are equal? Several measures can be 
used to test whether women and men are treated equally. An 
initial attempt to achieve equality includes the elimination 
of the structural barriers to equality in our society or the 
provision of equal opportunity. The Equal Pay Act of 1963 
was passed to ensure that women and men receive the same pay 
for equal work. Following passage of the act, firms that had 
separate pay scales for men and women were forced to adopt a 
single wage rate. Furthermore, employers may not legally re­
fuse to hire or promote a woman on the basis of sex. In 1963, 
this was a significant achievement since many employers and 
citizens opposed even the elimination of barriers to the em­
ployment of women. As the earnings gap indicates, barriers 
to equality of opportunity have persisted despite the Equal 
Pay Act. The NAS study, discussed earlier, found that at 
least a portion of the earnings gap is the result of discri­
mination against women in the marketplace.
Comparable worth developed as an issue because people 
considered another method of determining whether equa l ity  has 
been achieved. The outcome of the supposed e lim ination  of 
s tru c tu ra l  b a r r ie rs  to equa l ity  was examined. C le a r ly ,  equal 
pay for equal work had fa i le d  to produce an equa l ity  of outcome
in women's earnings. Comparable worth is an attempt to reach 
equality of outcome. The failure of the Equal Pay Act to 
eliminate inequities in pay provides evidence that it may be 
necessary to examine outcomes to determine whether or not 
structural barriers have been eliminated and whether that is 
sufficient to meet the economic needs of women. The relevant 
question is how the earnings gap between men and women can be 
eliminated. Job segregation has been found to be the cause 
of the low earnings of women. .Solutions that equalize out­
comes require radical changes such as the restructuring of 
wage rates and job values throughout society.
A third way to examine equality is to determine whether 
people are the same. Sameness is related to the definition of 
equality as including physical, economic, and social equality.
I think of sameness as the ultimate extension of equality - a * 
situation where people are truly viewed as individuals. Same­
ness for women implies that they hold the same jobs as men. 
Sameness means that job segregation is eliminated for women 
and people of different races and backgrounds. Sameness is 
related to a consideration of equality of outcomes in that a 
society may want outcomes to be equal in every respect. How­
ever, an equality of outcomes test, can be applied in a more 
limited manner to achieve equality of earnings rather than com­
plete integration.
To reach the three kinds of equality, biological, econom­
ic, and social, then different tests, equality of opportunity, 
equality of outcome and sameness - to determine whether /
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equality has been achieved can be used, The achievement of 
biological equality is not under the control of the individ­
ual except with respect to the woman’s decision to avoid preg­
nancy. In this latter respect, society may have structural 
barriers to biological equality such as laws limiting abor­
tion and/or birth control methods which may, in turn, limit 
opportunity. Comparison of outcomes and sameness between men 
and women are less relevant as tests of biological equality 
in the male/female comparison for as long as some women choose 
to h ^ e  children and as long as men cannot biologically bear 
children, men and women will not be biologically equal.
Relation of 3 Kinds of Equality to 3 Different Tests to Deter­
mine Whether Equality Has Been Achieved;
Equal
Opportunity
Equal
Outcomes Sameness
Goals
of
Biological
Equality
Economic
Relevant
Relevant Optima 1
—
Equality mm mm
Equality
Social
Equality Relevant Relevant Optimal
Economic equality can be measured by each of the three 
tests. Many people feel that elimination of structural bar­
riers to economic equality is sufficient. However, the person
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who truly values economic equality will go further. Equal op­
portunities may not produce economic equality if these oppor­
tunities are not equally provided or utilized. A comparison 
of outcomes may be a better way to measure economic equality. 
After all, how can one be sure that all structural barriers
are eliminated if outcomes are not examined. A comparison of
121outcomes has been the impetus lor comparable worth. In
comparison to equality of outcomes, sameness has a problematic 
relation to economic equality. Treating women as if they were 
the same as men may not lead to economic equality for women. 
Women have traditionally been and still are an oppressed group 
in our society. Pregnancy may be a condition that requires 
special treatment if women are to be economically equal. If 
women were treated the same, pregnancy would cause a loss of 
seniority if the woman left work. Thus, the surest measure 
of economic equality is examination of outcomes.
Social equality is more difficult to measure. True so­
cial equality implies no need or impetus for measuring equali­
ty, for people would view each other as individuals and dif­
ferences would be of no concern. Structural barriers would 
not exist in the society with social equality. Comparison 
of outcomes might be necessary as a step in determining whether 
social equality exists. Sameness may also be necessary for
absolute social equality. Sameness between the sexes is term-
122ed androgyny. Some people see androgyny as a goal for the
future and as the only way to achieve social equality. If
sameness is a requirement for social equality, then pregnancy 
of women would preclude social equality. One way out of this 
dilemma would necessitate qualifying the notion of social 
equality. Pregnancy would require a variation from the same­
ness treatment if equality is to be realized. This qualifica­
tion could have positive effects for women if they were con­
sidered equal in all other respects and special when pregnant 
because society recognized the value of their ability to have 
children. Equality is a difficult concept to define and a 
difficult concept to realize in a society. This discussion 
is meant to raise some of the most important conceptual prob­
lems and lay the groundwork for the final section of this 
paper.
How Does Pay Equity Lead to Equality for Women?
Women have been oppressed both socially and economically.:' 
throughout history. The low value placed on work performed 
by women is the result of social oppression and the cause of 
economic oppression. Pay equity would correct the social op­
pression, in part, by changing the value placed on work per­
formed by women, and would eliminate the economic Ippression 
by raising the wages earned by women. These changes would 
have a significant effect on both the social and economic re­
lations of men and women. Economically, women would not be 
the victims of pervasive poverty if their wages were determined 
in relation to their value to society. Women and their child­
ren would be able to afford education and would not be trapped 
in dead-end jobs. Productivity would be enhanced for all sec­
tors of society where women now experience discrimination. 
Furthermore, as wages are raised for jobs traditionally held 
by women, it seems likely that job integration would follow. 
Men might be more apt to accept jobs as nurses or teachers if 
those jobs paid well.
Feminist literature includes discussion of the difference
123between sex role change and sex role equity. Sex role
change requires a more drastic change in attitude and behavior 
of members of society while sex role equity implies a change 
in the value of roles traditionally held by women and men. 
Comparable worth will cause a change in the value of roles 
(or jobs) traditionally held by women. Thus, initially, com­
parable worth is an issue of role equity. The influence of 
socialization may encourage women to continue to choose jobs 
as teachers and nurses, leaving job segregation on the basis 
of sex intact. If occupational segregation continues, then 
the only effect of comparable worth will be a change in role 
equity. Economically, women will have achieved equality to 
the extent that traditional women's jobs include positions of 
comparable value as those of traditional men's jobs to which 
women may advance.
Sex role change may also follow. As the value of women’s 
jobs changes, it seems logical that the choice of occupations 
available to members of our society will also expand.
Also, as the value placed on women's jobs increases, attitudes 
toward the value of women as members of society may also in­
crease. Certainly, the economic oppression of women will be 
lifted along with the trappings of poverty - poor housing, 
poor nutrition, increased stress, and feelings of inadequacy.
As women internalize feelings of increased value, society may 
slowly adapt to the new conception of women as equal members 
of society. As the economic and social stigma of 'women’s 
jobs' is lifted, job integration will iollow, since, it ap­
pears to me that, men and women are not naturally suited for 
any particular occupations on the basis of their sex. Eventual 
iy. I teei that comparable worth would lead to sex role change 
in o«r society, although further change may still be necessary 
before social equality is achieved.
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Pay equity resolves the issue of low pay duo to job set* 
regation, but other problems, such as maternity> sexual harass 
meat, wife abuse, and unequal division of household labor* 
also affect the lives of women and reflect their relative 
powerlessness and oppression in our society. Pay equity will 
alleviate some of these problems as sex role equity and/or sex 
roles change. At the least, pay equity will increase the 
wages of women which will improve their economic welfare and 
enable them to have independence from men. Most likely,
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improvement in economic well-being will result in improvements 
in the conceptions that women have of themselves. Also, an 
increase in the earning power of women will provide an incen­
tive for correct valuation of tasks traditionally performed by 
women in the home.
Maternity Discrimination: Maternity causes many problems
for women. Traditionally* Women have been held responsible for 
the bearing of children and the ensuing care of their children.
In families with sufficient income, women stayed at home to
care for their children. Now, many women choose to work out­
side their homes tor both economic and personal reasons. The 
burden of childcare has not been lifted for these working wo­
men. Many of them have young children. Few women have hus­
bands the accept ah equal share qf childcare and hums respondi
bill ties.
Employers also discriminate against these women. Prop**' 
lems include the issue of maternity leave and benefits for the 
medical costs of pregnancy and childbirth. tn 10fi, the Sup­
reme Court in the General Electric Co* v• Gilbert t 129 US.
97 S.Ct. 401) case ruled that pregnancy was not a gender or 
sea classification but rather an ‘’objective iy identifiable
physical condition with unique characteristics. The court
allowed an employer to exclude pregnancy irum the disability 
benefits given to employees because it was a voluntary condi­
tion. In 1978, the C i v i l  Bights Act of 1964 was amended to
include a pregnancy disability amendment so that employers 
must pay sick-leave benefits ordinarily provided by an employ­
er to women who have a child. Other countries provide preg­
nant women with benefits such as cash to compensate for lost 
earnings and insurance to cover the medical expenses of child-
| n ebirth. In the United States, women must take most of the
responsibility for the care of their children. As a result, 
women lose time at work which leads to slower advancement in 
the job market. The attitude of employers and society that 
pregnancy is a voluntary condition is really a form of discri­
mination, To the extent that pay equity successfully raises 
the value oi work performed by women, the role of women mm 
ehildbearers will also be revalued. With comparable worth, 
loss of the woman's income would be as significant as loss of 
the man’s income, It is more likely that tasks will be shared 
within the home. Society will also have a greater incentive 
to provide benefits for families with children such as child 
care facilities.
Sexual Harassment: Sexual harassment refers to the "un­
wanted imposition of sexual requirements in the context of a
190relationship of unequal power..” ~ Sexual harassment sexual-
izem the woman’s role outside the home just as it is in the 
1home. While the woman is still financially dependent on a
man, the powerlessness of the family relationship is replicated 
128on the job. The precise frequency of sexual harassment is
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d i f f i c u l t  to measure. However, most women report that
a common and serious problem. "In a study of a l l  women
ployed at the United Nations, 49N said that sexual pres. e
1 39currently  ex isted in th e ir  jobs Sexual harassment is now
recogn i zed as a f <>rm o f soxua 1 dlse r i rn mat t on and a vi o 1 at ion 
of T i t l e  VII of  the C i v i l  Rights Act. Women wi l l  s t i l l  s u i ­
ter because enforcernent ot T i t l e  VII requires d i f f i c u l t  action
by the vi ct im. A woman who makes a r•omp l a i n t about st*xual
harassment may have t o I ind a new joti because the old work
place is  too uncomfortable. Also,  women are s t i l l  suspected 
of in v i t in g  the advances. Sexual harassment undermines a wo­
man's career,  confidence, and is a serious problem lor a l l  
working women. To the extent that pay equity a l l e v i a t e s  tile 
f in an c ia l  dependence of women on men, sexual harassment should  
decrease.
Wife Abuse: Many women art* beaten by th e ir  husbands each
year. Some of these women are k i l l e d .  This type of abuse is
common. A study compared the frequency of v io lence  in a group
o f 40 fami1i es with known prob1ems o f v io1ence and 40 of their
neighbor families who were used as a control group. The study
130found a high rate of violence in the control group families. 
Over one-hall of the control group families reported 1-5 in­
stances of violence during their life as a family further­
more, over 20% of the families reported instances ol violence 
twice per year to daily. The reasons that women stay with men
who harm them range f rom perceptions of th e ir  emot iona1 needs 
to economic necessity  or a combination of these factors.  Wile 
abuse is  a t rag i c  resu lt  of the oppression ol women. Vict ims  
of wife abuse l i ve  with men at every level  oi economic wealth.  
However, many of these women perceive that they are he lp less  
without a nan to care for them or provide tor them economical­
ly. A woman may feel that she has no s k i l l s  and lacks educa­
tion.  She may t ee1 unable to support  her ch i ld ren  without her 
husband's income.
P a y e q u 1 1 y t * a n e ontrt  b u t e t o t h e *•* 11 rn l n a t ion < > 1 t h i s p rob - 
lem. When wages earned bj women are equivalent to those 
earned by men , women wi l l  be r«* 1 cased from the i r  economic de­
pendence on men. S i mi l a r l y ,  the con f idonee of women in them­
selves wi l l  increase as the i r  true value to soc iety  is recog­
nized. It is  poss ib le  that men wi 1L respect women more as 
th e ir  con tr ibu t ion s  to the l ami l v ' s  income increases. A s e l f -
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confident woman who is  economically independent w i l l  be less  
l i k e ly  to submit, i t  is  hoped, to the hum il ia t ion  and physical  
danger of w ife -beating . The abused wife w i l l  be better  able 
to perceive her a l te rn a t iv e s  and leave the troubled home. 1 
do not suggest that support for pay equity should preclude  
support for se rv ices  that aid v ict im s of abuse; the bene f its  
of pay equity  w i l l  be rea l ize d  slowly and abused women need 
support now. I do want to po in t  out the v a r ie ty  o f  women's 
issues that w i l l  be a i feeted by pay equi ty.  Economic we l l ­
being contr ibutes  to the e l im ina t ion  o f  many problems including
wife abuse.
Inequities in the Home Soc ia  1 <:hange is o i l en associ­
ated with disruption and conflict in the personal lives ol
members of a society. The moverne n t of women into the paid
work force is one example of social change. Many women are
work ing full- time although the wages they earn arc far lower
than those of men. Do e s t his me a n the value *) f r heir jobs
for t he i r f am Hies is i owe r t ban t he v a 1ue o 1 mu ie jobs?
*nd similarly , if the value ot t. he female worker ls 1owe r
outs ide the home should she bear a larger por t ion of the bur
den of the wo rk inside the home? The assumption is that wo
men should hamile it all if she wants to have a job. After
all, the ’super-morns” in the popular literature seem to cope.
With carefu l  planning and lots ot energy, a woman is expected
to [jack the kids oft to school in the morning, work a fu l l-day,
and then rush home t u f ix  a m)ur ish ing  meal for her family.
Then she can spend her evenings c leaning t he house and shur-
i :uing 'q u a l i ty  t ime’ with her ch i ld re n .
Many women are t ired  of these expectations. There is  no 
log ica l  reason to expect a woman to care for her ch i ld ren  and 
her home while working f u l l  time while her husband watches. 
Fathers, e s p e c ia l ly  in two-parent homes, should be equally  
responsible for ch i ld ca re  and housekeeping. Even when there 
are con tr ibu t ion s  to ch i ld ca re  and housekeeping, the at t i tude  
i s of ten,  ’please congratulate a thank me for helping you in
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your work." Many are suggesting that families should share 
responsibilities. Elimination of the double-day phenomenon 
is possible now and, in fact, there are families where work 
is shared. There are even families where the conception of 
household tasks is of shared responsibilities.
Pay equity may help those families which do not recog­
nize shared responsibility. As women's wages rise, the value 
of the woman’s job to the family also increases. The woman’s 
role in her family may become that of a more equal partner.
Studies have found that women who are employed have a higher
1 'Y>degree of power in their marriages. ‘ The conception of 
housekeeping and childcare as shared tasks is more likely to 
occur when women’s work is appropriately valued.
These types of changes do not come easily. Hole changes 
cause an increase in conflict and insecurity as people rede­
fine their own roles and adjust to the changes in their lives. 
Stress accompanies conflict. Women are blamed for much of the 
stress and conflict in families today. Men feel insecure when
women work, especially if the woman replaces his role as the
133primary earner. ' Men feel uncomfortable doing work that 
their mothers performed. Moreover they may be uncomfortable 
with the power and self-confidence of women who find fulfill­
ment outside of their'.families since it may indicate a loss of 
their control over women.
Allegations have been made that the addition of women to 
the workforce has pushed men out of jobs. Traditionally, men
have been employed. Women may be employed but that is not a
necessary part of their role definition. Perhaps women try
to continue their housekeeping and childcare tasks to make up
for the time they spend away from their homes. Many women
accept that their jobs are not as important as their husbands.
For example, how many men seriously consider the effect that
a few years spent caring for their young children would have
on their careers? Many men have told me that their wives can
work if they can handle a job in addition to home responsibi-
ties. Many people still feel that young children need a full-
134time parent at home with them. Men feel that staying home
for a couple of years, would hurt their careers and that women 
are more naturally suited for childcare. Certainly a two year 
break would retard a career. Perhaps, good childcare - ideally 
at the workplace - is the solution. Another conflict occurs 
when one spouse receives an offer to relocate, Since women’s 
careers are not considered as important as men’s, women usual­
ly end up complying with the man’s desires. Until men and wo­
men accept responsibilities equally, women will continue to 
suffer an unfair share of household responsibilities. As pay 
equity equalizes salaries and the value of women’s jobs, a 
fairer distribution of home responsibilities should follow.
There are many issues that complicate and lower the qua!i> 
ty of life for women. These are problems that require indiv­
idual solutions. Pay equity can help to solve these problems 
since economic well-being adds to self-confidence, self-respect
and the value and respect given by others to women. Women 
deserve equality. Women need equality.
CONCLUSION
The oppression of women throughout history presents a 
commentary on the lives of women. Pay equity is a step away 
from oppression and toward better lives for women. The direct 
effect of comparable worth will be the economic well-being of 
women. That alone justifies the adoption of comparable worth. 
Pay equity will also generate indirect benefits such as in­
creased confidence of women and an increase in the value of a 
woman to her family which should lessen the burden of sole re­
sponsibility for homemaking. Economic well-being and improved 
self-confidence should also alleviate the problems of wife 
abuse and sexual harassment. Pay equity will help society 
benefit from the talents of all of its members.
By any definition or measure of equality, women are not 
yet equal. Comparable worth, with its emphasis on measuring 
outcomes, will help society move towards equality. Whether 
economic or social equality is reached, women will be sub- 
staiitialiy better off than they are now. There is no excuse 
for an earnings gap of 41<? in the United States. If equality 
is to have true meaning in our nation, then we need pay equity
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Table 8
table 1.—  Cnploynanc and Average Hourly Earnings by Industry, July
(laiftad by Proportion of Wonra Heritors from Highest to Lowest)--continued
1972
SIC tatfMtry 
; Code •
All
enpleyeee
(in
thousands)
workers
(in
thousands)
Percent 
of mmm 
workers
tank of 
proportion 
of wo*an 
vorkars
A w m i
hourly
oernlnge
(Ail)
y
tank of 
avaraga 
hourly 
aarnlnga
41 Local 4 inearurban 
passenger transit 230.0 57.4 25.0 31 7.43 33
SO Wholesale trade* 
durable goods 3124.0 746.0 24.5 32 7.99 28
24 Paper sad allied 
produets 459.4 149.1 22.4 33 9.40 14
35 Machinery, escape 
electrical 2242.3 476.0 21.0 34 9.31 17
34 fabricated natal 
products 1424.9 299.8 21.0 35 8.85 20
4* fleetrie, gas, and 
sanitary services 441.3 174.7 19.8 34 10.70 8
74 Mist, repair 
services 294.3 54.7 19.4 37 8.00 27
32 Scene, clay, and 
glass products 598.1 114.1 19.4 38 8.93 19
55 AucesMtlve dealers 
4 service stations 1459.4 319.4 19.3 39 6.28 40
75 Auto rtptlrg sarvlcas* 
and ftrtftt 542.0 100.4 17.3 40 6.68 37
37 Traaepertatlon
1734.6 285.5 14.4 41 11.26 . *
|| Oil and | u  sxtraction 710.4 112.7 15.9 42 10.43 9
29 Patroleue 4 coal 
products 209.3 32.0 15.3 43 12.40 2
14 Luabtr 4 wood 
produets 630.8 91.3 14.5 44 7.43 32
41 Trucking and 
warehousing 1109.4 153.8 12.7 45 10.24 12
15 Cenaral building 
contractors 1039.5 122.1 11.7 44 10.41 10
33 Prlaery natal 
industries 909.1 105.8 11.6 47 11.34 4
10 Metal sitting 64.8 4.3 9.7 48 12.24 3
17 Special tradto 
contractors 2195.4 199.0 9.1 49 12.08 4
14 Hoonecalllc elnarals, 
escape fuels 114.1 9.5 8.0 50 8.94 18
14 Heavy erase.contract. 913.8 66.2 7.2 51 11.47 5
12 Situninoua coal 4 
lignite nlnlag 229.5 11.7 5.1 52 13.05 1 ;
Bureau of Labor Statistics, 
prallalnary data*
Average hourly earnlags are for
Current Enploywant Statistics 
all production and nonsupervlsory
(Payroll Survey), 
workers.
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Ail tlCNMM : Kjnk of Avorato teak of
1972 eaployeea workera ?«rc«nt propofcion hourly
SIC taduacry (la (in of o im of f M l oorikiof# hourljT
Co4« : thottiindt) thouaaada) aethers aethers (Ait)
1/
23 Apperel end other 
textile products id Health Sameaa
Si Apparel & eceeaeor; 
•taraa
61 Crailt eeeaclee other 
Loyal services•1
§3
63 Insurance earrlera 
31 Leather aad laathar 
products
3t latiay aaH drlaklay 
plaeaa
39 itUoallaaoeua recall
22 Textile a il!  products 
39 Mlaa, *fy. industries 
*• Cocmaicatloa
36 Food atorea
23 iaataaaa aarvicea
36 electric a elaetroaic
related3i loatruaeata 6 producta
29 Aauseaont a recreation 
MtvtaM
2t Motion picturee
II J!1**1** * PHiMHMmU  Tohaeca nasutactuflas :30. *wll«t 6 «iae. plaatica 
pf94uet«
92 fdciiiac* | hoaa
aa J S f f W * *  , w wm m w h
9 - « M W r 6 (Uturaa
W  * m  didkiadyed
1093.9 
3*20.6
1662.9
96*. 9
3*2.7
3*3.6
2193.*
1230.3
193.7
46*3.2
1930.1 
727.0 
379.4
1397.*
2463.2 
3304.1
2004.7
709.3
976.3
227.6
1262.4
40.8
4*9.8
997.9
4732.9 
1180.6
664.1
409.7
404.7
1447.9
743.9
117.8
2746.9
1038.6 
349.0 
171.4 
627.*
1072.7
1436.7
*92.3
299.8
402.1 
92.5
311.2
22.0
240.3
81.9 1 $ 3.1* 50
*1.3 2 ; 7.01 39
70.8 X 3.80 49
70.0 4.83 51
69.7 5 > 5.99 43
69.3 ■fc; A 1.73 21
66.0 7 3.40 47
60.6 9 7.70 30
60.2 9 5.31 49
36.3 10 4.06 52
34.3 11 3.36 4§
49.0 12 5.61 45
43.3 13 6.40 3S
44.9 14 10.01 14
43.3 15 7.23 24
43.3 19 7.03 35
42.3 L? 6.18 25
42.3 IS 8.30 23
41.2 19 5.37 44
40.6 20 8.22 24
40.5 21 *•72 3236.2 22 10.32 U
34.9 23 7.67 31
34.2 24 6.20 4134.0 25 10.22
- ■ 
13
30.1 29 6.33 39
;d
sips
Appendix B
Table  9
*
t
«*
€
€
23000
S
f t
1
ft fAfiflft
f t
v
13000
COLLAR JOBS INCREASES 
„__  «EN IN JOB INCREASES
<«uo*t», oct. 3i, m n
131, 107.23
* 13, 551.37mmTw.1"" w"m
10 20 30 40 50 68 70
«KO fT HALE EHPKMCHT
88 30
CPO
Appendix B
Table 9 (continued)
fill White Collar Jobs: 
INCREASES RS MOLE CONCENTRATION
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Appendix C 
T a b l e  10
D i s t r i b u t i o n  o f  Women by Grade
A l l _ A g e n o i e s  
GS No. o f  Women % Women
D e f e n s e  
No. o f  Women ^ Women
1 3 . 1 5 1 7 3 . 7 1 . 0 3 1
2 1 7 . 5 9 6 7 6 . 7 6 , 1 5 7
3 8 2 ,5 3 9 7 6 . 7 3 2, 4 2 3
4 1 7 0 . 6 5 3 7 7 . 5 55,404
5 1 9 2 , 0 7 2 7 7 .  1 58,824
6 89,303 7 2 . 8 23,608
7 1 32 , 9 2 6 5 3 . 9 2 4 , 7 0-*
8 30,690 5 2 . 6 3 . 6 9 2
9 160, 837 4 1 . 2 1 9 . 1 1 8
10 28,858 3 7 . 9 699
11 163,892 2 4 . 5 1 2 , 1 5 1
12 1 6 7 , 3 9 8 1 4 . 4 6 , 7 9 9
13 1 1 7 , 1 4 7 9 . 6 1 , 7 5 3
14 6 3 , 8 4 7 6 . 8 423
15 3 4 , 6 1 9 6 . 5 130
A v e r a g e Grade _______6 , 2 6 ________
S o u r ce : N a t i o n a l
59)
T r e a s u r y  Employees Union,  1982.
7 7 . 7
7 9 . 9
8 2 . 5
7 9 . 9
7 2 . 5
6 9 . 9
4 6 . 9
3 5 . 9  
3 1 . 4  
12.2 
1 8 . 0
9 . 8  
5 . 0
2 . 9  
2 . 3
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